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Preface
"It's good to have a journey tozvards ari end, but it's the journey that matters in the
end."
- Ursula K. LeGuin
In my experience, a PhD project is indeed not only a journey towards a final
dissertation, but also very much about a personal journey, which has been a
valuable experience. It has eventuated in a thorough insight in a complex
and fascinating organisation as such, and simultaneously it has led to a
process of mixed feelings of walls closing in on me and on a freedom and
self-determination that was sometimes hard to handle. However, having this
joumey towards an end is a feeling that exceeds all before-mentioned
struggles.
With a grandfather with military roots in the KNIL and a father who is
military-minded, I myself, however, never pictured myself in a'green'
environment. Then again, life sometimes takes interesting and challenging
turns. And this was one of those turns. I have never been more aware of my
own background, then during these last years. Whilst I considered myself as
a typical Dutch woman, it was not only the subject of this study, but in
particular the military environment during fieldwork that made me aware of
my Indonesian background, culture and non-Dutch antecedents. Clearly,
social research is not alone about studying others; it is as much an act of self-
discovery.
There are many people who claim that a PhD project is anything but
dynamic. In part I agree, as it can be a solitary process. However, in part I
dori t. The first study regarding attitudes toward multiculturalism has
evoked more dynamics than one might expect. Media attention both in
newspapers as well as on national television followed by a meeting with the
secretary-general at the ministry, is what I would call dynamic. Although this
suggests problems or difficulties, it was actually much ado about nothing
and has even eventuated into additional research projects for the
Netherlands Defence Academy.
Additionally, in terms of research directions, this project may very well be
called dynamic, as I have considered multiple research intentions that
haveri t made it in this dissertation. The focus shifted multiple times during
the course of the research. For instance, we endeavoured to conduct a study
based on documents of central confidants in the organisation. However, due
to insufficient registration over the years, this proved to be impossible.
Although writing a dissertation is proven to be (possibly) dynamic, it is not
a path that I intend to follow, as I am simply too result-oriented and curious
about surroundings in which the actual practice is present.
As for the subject ethnic cultural diversity, it remains complex, even after
doing this research. The study requires a vulnerable attitude of both the
organisation itself as well as of its employees. The Netherlands defence
organisation needs to open up to the experiences of the employees, whilst
the employees need to expose themselves in order to express their
experiences and feelings. For that I want to thank them both.
Who I furthermore would like to thank of course, are my supervisors, Prof.
dr. Soeters and Dr. Richardson, who enthusiastically reviewed my work,
papers and chapters. Sjo and Rudy, thank you both for believing in me and
in the fact that I would finish this project within the given time span. A time
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span that I enforced upon myself and that I would not recommend to future
PhD students. Next, I would like to express my gratitude to the members of
my PhD committee, Prof. dr. A. de Ruijter, Prof. dr. A.J.R. van de Vijver,
Prof. dr. H.B. Entzinger, Prof. dr. A.K. Varoglu, Prof. dr. A. Vogelaar, and
Dr. M. Tomforde. Furthermore, a special word of thanks goes to the
Inspector-General of the Netherlands Armed Forces, whose questions
regarding the diversity climate of the Netherlands defence organisation are
at the foundation of this dissertation.
My colleagues at the Netherlands Defence Academy, and in particular my
roommates, have contributed to this dissertation as well. In terms of
insightful remarks, pleasant conversations, shared frustrations, as well as in
terms of the necessary relieve of work, and amusing activities (besides the
military swimming training). Thank you all.
Finally, I would like to thank my family and friends who have supported me
these last years. My parents who always unconditionally supported me and
stimulated me in every choice and step I have made. I would also like to
thank my sisters, Kim and Hester, who have always interestingly followed
this process and of course all of my friends, in particular Janneke, whose
email correspondence was a stable (and very welcome) factor along the line.
Lastly, Johan thank you for having an everlasting confidence in me and for
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"US take in Muslims easily" (NRC, July 16, 2007)
"Dutch more positive towards ethnic minorities "(Trouw, June 22, 2007)
"Colour in the corps" (Volkskrant, June 5, 2007)
.;.
"Muslim is allowed ~ not allowed to have flag on coffin" (NRC, October 4,
2006)
.;.
"Painful few Moroccans in majesty's tunic" (Twentsche Courant, June 19,
2006)
.;.
"Qualified ethnic minorities don't stand much chance at the police"
(Volkskrant, May 17, 2006)
1 Introduction
Multiculturalism, ethnic minorities and integration in general appear to
generate newsworthy items in today's media coverage. Unfolding one's
newspaper reveals daily suchlike subject matters. When it is not about
discrimination, it regards integration issues, political debates, the social and
disadvantageous position ethnic minorities find themselves in, or (negative)
reporting of any kind of incident committed by an(y) ethnic minority.
One of the major factors underlying this kind of news coverage has much to
do with the globalizing world order. Borders slowly fade away, which does
not only impact on intemational trade, but also on accompanying
immigration flows. These processes have caused most western countries to
become more and more multicultural the last decades. Political, economic as
well as social factors have been motives for migration. As for the
Netherlands, in the 1960's in particular labour migration occurred, in the
course of which many Moroccans and Turkish perceived the Netherlands as
a country where considerable economic prosperity could be found. In
contrast to the expectation that they would return again after a few years,
family reunification caused more and more Moroccan and Turkish
immigrants to follow in the seventies. Immigrants from Surinam and the
Dutch Antilles raised immigration numbers. Additionally, in the nineties
political asylum was sought by refugees from successively Somalia, former
Yugoslavia, Afghanistan and Iraq (Nicolaas 8z Sprangers, 2006).
However, being a`migration country' does not simply imply that multiple
ethnic groups live side by side with similar conditions, circumstances, and
opportunities. Social changes are inescapable, the socio-cultural composition
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of the population alters, street scenes change their familiar shapes, and
consequently, attitudes and social belief systems evolve. Common as
multiculturalism may be, it also aggravates multi- and intercultural tensions
since it impacts heavily on the society's population. Various social monitors
regarding the perception of the majority towards minority group members,
have displayed downward tolerance curves for years, (Coenders, Lubbers, 8z
Scheepers, 2006; EORG, 2002; Socio-Cultural Planning Agency, 2004). Ethnic
tensions have manifested themselves in different forms, varying from local
small-scale disputes to ethnocentric utterances and national debates
discussing the (lack of) integration of ethnic minorities. Negative attitudes
were already apparent well before events such as 9~11, terrorist attacks or
political murders resulting from religious extremism, such as the murder on
the Dutch filmmaker, director and columnist Theo van Gogh in 2004. With
respect to the latter example, Van Gogh outspokenly criticized Islamic
religion, habits and traditions and made no attempt whatsoever to disguise
his beliefs, even displayed in the movie Subrrrission. A young radical Dutch
Muslim fundamentalist took severe offence and believed it justified to shoot
and stab the critic to death with a warning letter for all other unbelievers.
Even well before incidents as such, much research has been conducted
comparing the attitudes of majority and ethnic minority members in Dutch
society (Arends-Tóth 8z Vijver Van de, 2003; Coenders, Lubbers, 8z
Scheepers, 2003; Gijsberts 8z Dagevos, 2004; Oudenhoven 8z Eisses, 1998;
Phalet, Lotringen, 8s Entzinger, 2000; Tubergen 8z Maas, 2006; Verberk, 1999;
Verkuyten, 2005; Verkuyten 8s Thijs, 2002),. These studies show differing




Besides migration processes many other social developments play a role.
Processes such as ageing induce the supply on the labour market to become
more and more diverse. This in turn asks employers to bend their attention
to the developments in their work force and policy hereabout. Recently, the
first so-called 'diversity barometer' has been conducted amongst Dutch
employees and employers (Volkskrant 8t GITP, 2007). Results indicate that
most respondents acknowledge the value diversity may bring about, in
terms of creativity, innovation, market and labour potential. However,
simultaneously it is also blatant that not many employers put their money
where their mouth is.
Attitudes toward multiculturalism in general, ethnic minorities in particular
and behaviour that is consequently derivable clearly exert influence on
many aspects of societal life. The populatiori s distribution and thus its
diverse heritage, seeps through multiple layers of society, as for instance
organisational life. If one intends to manage diversity, the first question
posited relates to the way the diversity climate is specified. Before going into
the particulars of this dissertation, first some of the underpinning concepts
will be elaborated.
1.1 Ethnic minorities, multiculturalism and diversity climate
Diversity in general embraces all kinds of differences one may experience
between individuals. However, in practice and literature this number of
differences is reduced by focusing mainly on gender, age, race, ethnicity,
tenure, education and functional background (Williams 8z O'Reilly, 1998). In
17
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this dissertation the focus will be placed on diversity in terms of ethnic
background.
Before directing to the background of different ethnicities, first the exact
definition of ethnic minorities as used in this thesis will be explicated. An
ethnic group is defined as "a group of people that have certain
characteristics of civilization in common, in particular a community of
language and culture" (Chryssochoou, 2004, p. xxiii). Today the term is often
used to describe ethnic minorities. Although in the Netherlands these
minorities are in common denominated by the term allochtoon
('allochtonous'), this dissertation will not adopt this naming. First of all,
because it is actually a non-existing English term. Secondly, it may cause
confusion (between western and non-western) and is generally negatively
applied in mass media. Rather, in this study the particular group is referred
to as ethnic minorities, ethnic cultural minorities or cultural minorities.
Although some differences between these denotations exist, the terms are
used interchangeably as they display dense interrelations and simplify
matters'.
The exact definition of ethnic minorities is previously formulated by the Wet
Samen ("Act Together"), a law that formerly committed Dutch government
departments to accelerate recruitment of ethnic minority groups. According
to this bygone law, an ethnic minority is defined as a person born in Turkey,
Morocco, Surinam, Netherlands Antilles, Aruba, former Yugoslavia, or other
countries in South- or Central America, Africa or Asia (with the exception of
Japan and the former Dutch East Indies) and the children of the people
' Although ethnic and cultural are used interchangeably, this dces not surpass the
fact that both terms imply something else, in which culture is a broader concept that
also encompasses habits, traditions, values norms.
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denominated above. In spoken language, in particular people of Turkish,
Moroccan, Surinamese and Antillean (and Aruban) descent, are referred to
as ethnic minorities, as they simply cover the largest number of minorities.
Additionally, native Dutch or so-called autochthons will be referred to as
majority group members in this dissertationz. Netherlands' multicultural
population is distributed as follows.
Table 1.1 Composition of the Duteh population
Absolute Relative
(o~o)
Ethnic 13 187 586 80.6
Dutch




Non-western 1 738 452 10.1
Morocco 329 493 2.0
Dutch Antilles t Aruba 129 965 0.8
Surinam 333 504 2.1
Turkey 368 600 2.3
Other 576 890 3.5
(e.g. Afghan, Somali)
Total 16 357 992 100
Source: (Centraal Bureau voor de Statistiek (CBS), 2007a)
In 2006 the number of immigrants has increased again for the first time since
four years. A quarter of these are Dutch people returning from other
'- It has long been deliberated upon whether or not to use the terms native Dutch or
autochthons to indicate the 'group' opposite from ethnic minorities. The first does not
exactly convey the intended meaning, the latter is a term used rather infrequently in
English and actually a corruption of Dutch vocabulary. Therefore, the term mnjority
grouy members has been adopted, indicating the 'opposite group' and including
western minorities also. Note that this is not the case for the second chapter, as this
chapter is published all together previously, using the term native Dutch.
19
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countries, of which also second generation ethnic minorities. Due to the
economic growth, many citizens from the European Union have decided to
migrate to the Netherlands, mostly Polish people. The number of Turkish
and Moroccan immigrants has decreased last year (Centraal Bureau voor de
Statistiek (CBS), 2007b).
Second, 'multiculturalism' is used in multiple ways. For many, it simply
signifies the actual cultural diversity a particular country, organisation or
team is familiar with. However, it is also used as an ideology and
governmental policy, of which Canada is the example par excellence. There,
the idea of multiculturalism comprehends in general, cherishing and
appreciating ethnic diversity by respecting and acknowledging one's
heritage identity. It further strongly emphasizes mutual respect and cultural
relativism (Kalin 8z Berry, 1994). Additionally, equal chances and
opportunities are supported. In this research multiculturalism is seen as the
support of different identities and improvement of the position in which
ethnic minorities find themselves. Nevertheless, as cultural diversity is a fact
and irreversible, research of attitudes towards ethnic diversity and
multiculturalism remains relevant today. In this dissertation, the latter
interpretation of multiculturalism is aimed at.
With respect to the diversity climate, the theoretical basis for research on
diversity in the Netherlands for the larger part rests on the works of Cox
(1993) and Thomas (1991, p. 11) of which the latter remarked that: "Diversity
includes everyone [...] a commitment to diversity is a commitment to all
employees, not an attempt at preferential treatment". This is not equivalent
with Affirmative Action, in which this preferential treatment of different
minority groupings is supposed to make up for arrears on the labour
20
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market. When focusing on ethnic diversity and the diversity climate
hereabout, a positive climate thus implies a climate in which the
organisation optimizes mutual differences of its employees (Cox, 1993).
Then the variety of beliefs, needs, norms, values, interests, and behaviour
are harmonized and utilized. Hence, attitudes and behaviour toward
cultural diversity, policy measurements hereabout and the way in which an
organisation experiences inclusion or separation of ethnic minorities,
constitutes the foundation for the picture of the diversity climate. A negative
climate will engender various problems, whereas a positive climate will
induce the organisation to become attractive for ethnic minorities to work
and commit themselves to (Cox, 1993).
1.2 Impact of ethnic diversity
The impact of ethnic diversity remains disputed (Van Knippenberg, De
Dreu, 8z Homan, 2004; Williams 8z O'Reilly, 1998), both in society at large as
well as in the organisational context. Advocates and opponents still dispute
about the value of diversity and the possibility that group functioning
aggravates. A diverse workforce naturally implies a diverse range of input,
perspectives, behaviour, norms and values. The gain of these cultural
differences is presumed to be enhancing creativity, innovation, intercultural
communication and richness of decisions (Cox, 1993; Milliken 8z Martins,
1996; Schneider 8s Barsoux, 1997). This approach is also related to as the
information~decisionmaking perspective (Williams 8s O'Reilly, 1998).
However, a diverse workforce simultaneously brings about a more dynamic
and complex organisational environment also, in which the opposite might
21
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occur, such as dissatisfaction, turnover (Wagner, Pfeffer, 8z O'Reilly, 1984) or
less member commitment (Riordan 8z Shore, 1997). Depending on the degree
of homogeneity or heterogeneity of groups or teams, effectiveness will be
affected (Early 8z Mosakowski, 2000). This tradition in diversity research is
referred to as the social categorization perspective in which the perceived
differences cause categorization and thus favouring ingroups above
outgroups (Williams 8z O'Reilly, 1998).
For obvious reasons, incidents, public attitudes, and the general societal
diversity climate exert influence on the ways in which organisational groups
function and members perceive each other. Recently, Robert Putnam,
professor at Harvard University, showed a disconcerting picture of modern
life, suggesting that growing ethnic diversity in societies goes hand in hand
with lower levels of trust among the community's citizens (in Lloyd, 2006).
This finding may conveniently be used by opponents of multiculturalism
and cultural diversity. However, it indicates even more that both societal
attitudes as well as the more specific organisational diversity climate are
continuous interesting concepts for research. More particular, Schaafsma
(2006) recently indicated that there is still little known about the way both
employers as well as employees perceive diversity on the work floor. Her
findings show that Dutch employers have found to be reluctant to
implement measures in order to remove organisational barriers regarding
the entry and promotion of minorities. However, simultaneously, the results
show that people are usually in favour of cultural and religious enabling
facilities at work. This, together with the fact that it is not just about
diversity as such, but also about the way people perceive and behave
22
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towards this diversity (H~rtel, 2004; Schaafsma, 2006), is of relevance in the
organisational context.
1.3 Theories accounting for diversity issues
As mentioned before, studying multiculturalism, diversity issues and ethnic
cultural minorities in general, has been initiated years ago, when
globalization and its accompanying migration flows became all the more
apparent. Therefore, many scholars have gone into related fields of interest.
Psychologists, sociologists, political scientists and organisation experts have
seen challenging research fields in front of them, which has resulted into
many theories explicating the realms that surround inter-group attitudes
and behaviour. The mainstream -most well known theories- will be outlined
here, in order to give a wide-ranging idea on diversity issues.
The cornerstone of studying diversity issues regards the concept of
ethnocentrism. The sociologist William Graham Sumner, defined
ethnocentrism already in 1906 and formulated it as a"view of things in
which one's own group is the center of everything, and all others are scaled
and rated with reference to it" (in Levine 8s Campbell, 1972, p. 8), in
congruence with ingroup bias. That is, positive attitudes and behaviour
toward the ingroup often go together with negative attitudes and behaviour
toward outsiders, or the so-called outgroup.
The before mentioned phenomenon has many explanatorily sociological and
socio-psychological theories, of which the most dominant commenced with
here, is the social identity theory originally developed by Tajfel and Turner
(1979; 1986). This theory is based on categorization, identification and
23
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comparison. Social categorization generates social identities. "It consists (...)
of those aspects of an individual's self-image that derive from the social
categories to which he perceives himself as belonging" (Tajfel 8z Turner,
1979, p. 38). It assumes that individuals aim for (a maintenance of) a positive
social identity. This can be achieved by favourable comparisons between
"we" and "them", that is, ingroups and outgroups. The ingroup is then often
favoured over relevant outgroups in evaluations and behaviour. The theory
further implies that a low status leads to a low self-esteem; this intensifies
the need for a positive social identity by the ingroup. "Individuals and
groups with unsatisfactory social identity seek to restore or acquire positive
identification via mobility, assimilation, creativity or competition" (Jenkins,
2004, p. 89).
Relating to this competition aspect, several scholars have ventured into the
so-called ethnic competition theories (e.g. Levine 8z Campbell, 1972; Olzak,
1992), which states that ethnocentrism develops when ingroups and
outgroups groups are competing for scarce resources, such as labour and
housing. Favouring one's ingroup is then a strategy that legitimates the
competition for these goods.
Another theory relating to the threatening consequences majority group
members might perceive, is the threat theory studied by Stephan and
Stephan (1996). They have put three types of threats forward, which can
explain prejudices and negative perceptions of outgroup members. First,
there is the realistic threat, which implies the perceived threat to the very
existence of the ingroup and to the political and economic position of the
dominant group, or to the physical or material well being. The greater the
24
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perceived threat towards the outgroup, the more negative the outgroup
attitudes will be.
Second, symholic threats refer to threats that concern different morals, values,
beliefs and attitudes than the ingroup is used to. This type of threat
endangers the actual 'way of life' of the dominant group, as for instance
regarding the prejudice towards Muslims in the Netherlands (Sniderman,
Hagendoorn, 8z Prior, 2003). Here it is about a clash of competing ways of
life.
Last, intergroup anxiety explains prejudice and a negative perception of
outgroup, from experienced feelings of threat due to the lack of social
interaction between both groups. Emotions of embarrassment, rejection, or
humiliation are experienced by the dominant group, simply because they do
not regularly interact with the minority group.
This last mentioned perceived feeling of threat has been extensively studied
already years ago by Allport (1958), who developed the contact hypothesis.
He suggests that negatives feelings and outgroup prejudices are simply
caused by a lack of knowledge of the outgroup. Personal and positive
contact will bright about less negative stereotyping and prejudices.
Additionally, four conditions need to be met. First, the groups need to have
an equal status. Second, both groups are supposed to have common goals.
Thirdly, there is no competition between the groups as they need to be
involved and fourth, there needs to be social and institutional support.
According to the similarity-attraction hypothesis (Byme, 1971), the
distinction between ingroups and outgroups and the preference for the
ingroup is caused by the mere fact that others with similar characteristics
will be positively evaluated. This does not alone concern similar attitudes
25
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and behaviour, but also similar demographic features, such as for instance
ethnic background (Riordan 8s Shore, 1997).
A last theoretical focus that is often applied in workplace diversity research
relates to the concept tokenism developed by Rosebeth Moss Kanter (1977).
In short, this theory refers to the numerical distribution in organisations that
indicate the majority and minority. In case of a nine-to-one ratio, the
minority is referred to as a token and experiences special situations and
processes, such as being more visible, contrasting and treated by use of
stereotyping one's social type. Performance pressures, heightening of
dominant culture boundaries and role encapsulation may be the
consequence for minorities.
Of course there are more theories developed and applicable in this field.
However, this chapter only intends to give a brief overview of those
predominating in diversity and intergroup research.
1.4 The Netherlands defence organisation
The Netherlands defence organisation did not fail to notice the relevance of
(studying) ethnic diversity. In 2005 the Inspector-General of the Netherlands
Armed Forces asked for an inventory of the diversity climate and -policy
within the different defence units. The attention for the subject as such,
emanated from current and future developments and the organisation's aim
to reflect Dutch society as much as possible.
However, in contrast to Dutch society, the Dutch armed forces do not
represent a similar distribution, as portrayed in table 1. There are several
underlying reasons hereabout. First of all, one needs to be in possession of a
26
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Dutch passport in order to qualify for the Dutch Armed Forces. This means
that all generations of immigrants from the Netherlands Antilles, Aruba, and
from the Moluccas are naturally eligible. However, for those descending
from Morocco, Turkey or Surinam, this -in general- only applies for second
and third generation immigrants. A second reason why this distribution
differs from the societal picture refers to the fact that the Dutch Armed
Forces were conscript forces up until 1994. Prior to this alteration,
demographic and societal processes did not give cause for specific
recruitment policies. The current course of ethnic minorities within the
Netherlands defence organisation is depicted below.
Table 1.2 Distribution of ethnic minorities in the Dutch armed forces
1999 Z000 2001 2002
Navy 6.4 6.0 5.4 5.6
Army 8.9 9.4 9.3 8.9
Air Force 6.0 6.1 6.5 6.1
Military Police 6.5 7.0 7.3 8.0
Average 7.0 7.1 7.1 7.2
Source: Richardson, Bosch 8s Moelker (2007)
However, these figures appear to be 'polluted' (Richardson et al., 2007), as
the numbers of ethnic minorities also include immigrants with an Indo-
European background and Moluccans. This specific ethnic group differs
somewhat from others due to the fact that they have already been
participating in the forces for a few decades; they have originally been
familiar with the KNIL, the Royal Netherlands East Indies Army, which
constituted both Dutch as well as colonial Indo-Europeans.
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Although the difference between ethnic minorities within the Dutch armed
forces and ethnic minorities in society at large does not reach an alarming
magnitude, it is likely that it enlarges when the younger labour potential is
considered.
Regarding diversity research in the military, multiple scholars have
ventured into this area (Berry 8s Kalin, 1997; Choenni, 1995; Dandeker 8z
Mason, 2001; Dansby 8s Landis, 1991; Enloe, 1980; Hockey, 1986; Kirby,
Harrell, 8z Sloan, 2000; Knouse 8z Dansby, 2000; Landis, Dansby, 8z Faley,
1993; Moskos 8z Butler, 1996; Richardson et al., 2007; Ricks, 1997; Selmeski,
2007; Sion, 2004; Soeters 8z Van der Meulen, 2007; Winslow, Heinecken, 8z
Soeters, 2003), who indicated the complexity and its relevance also today.
Choenni (1995) was the first to study this subject within the Dutch armed
forces and focused on the participation of Surinamese within the forces
related to their integration in Dutch society at large. He found only limited
evidence for this relation. The armed forces only have a limited part in the
integration of Surinamese and this sometimes led to premature resignation
from the organisation. In addition, most of them ended up in so-called 'solo'
positions. This, together with the fact that their physical appearance caused
them to stand out, made them more vulnerable. Choenni (1995) further
reasons that specific attention for diversity is undesirable within the armed
forces, as uniformity is emphasized.
Soeters and Van der Meulen (2007) have raised various reasons for studying
cultural diversity and its relevance for the armed forces. The main reasons -
not mentioned previously - are put forward here and relate to the so-called
power of identity and legitimacy aspect. The first refers to ethnic minorities
who claim their admittance in every aspect of societal life, also in the
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military. The latter implies that the armed forces need to evince sufficient
legitimacy, by mirroring society at large. As current deployments are
apparently less about waging war against and more about humanitarian
(post-war) reconstruction-purposes, another reason relates to the
effectiveness of a diverse composition of forces. Cultural awareness and
sensitivity becomes more important where civil-military cooperation is
frequent business.
The defence organisation has acknowledged the relevance of cultural
diversity within its forces. Several actual measurements have been initiated.
Since 1997 the organisation actively aims at recruiting and acculturating
ethnic minorities within the Dutch armed forces. Up until now, the
organisation has mainly focused on recruitment; as a consequence the 'chain
approach' (recruitment, education, retention, outflow) has hardly been
adopted (Bosman, Richardson, 8z Guns, 2006). Some tangible policy
measurements have been initiated though.
First, besides Christian holidays, a number of other holidays and
anniversaries for Jewish, Muslim and Hindu servicemen or civil servants are
acknowledged. This acknowledgment has officially been laid down. Second,
official regulations have been drawn up for alternative food for religious
reasons if one wishes to. Another development refers to the fact that a
serviceman may substitute the name of "God" by the name of "Allah" when
the oath is taken. Fourth, recently, the armed forces have assigned two
pundits, who represent and are focal points for Hindu servicemen.
Additionally, official diversity meetings take place regularly, in which
representatives of different defence units as well as different minority
groupings take care of diversity issues, developments and policy initiatives.
29
Uiiiforrned Diz~ersity
Last, since 2003 an official multicultural network has been established,
which aims to optimize public support for a multicultural defence
organisation.
Furthermore, a large-scale study initiated by the Ministry of Defence as a
consequence of some incidents on one of the marine's frigates, recently
revealed that nearly 200~0 of the respondents indicated that discrimination
occurs within the organisation; 41o~0 of those who consider themselves to be
part of an ethnic minority group asserted that discrimination based on skin
colour continues to exist (Commissie Staal, 2006). Additionally, a
comparison of several governmental departments has revealed a minimal
interest of ethnic minorities to work in the defence organisation (Rosenbrand
8s Waasdorp, 2007). This indicates that a need for additional developments
as well as research appears to subsist.
1.5 Research questions, objectives and design
This dissertation intends to bring the diversity climate in the Netherlands
defence organisation into perspective and to enrich the understanding of the
concept of ethnic diversity in this specific context. As it is a complex subject,
multiple approaches and methods have been used in order to explicate the
complicated nature further. The subject embraces different aspects, hence
this dissertation tries to discuss these concisely. The findings will give cause




How is the díversíty clirnate in the Netherlands defence organisatiori, regarding
ethnic minorities in particular, to be described?
This research question will be answered by means of quantitative and
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The related sub questions have resulted into four independent studies, and
attempt to address the general research question from different theoretical
and methodological angles.
The first study relates to a large-scale survey, which has initially been
conducted by order of the Dutch Inspector-General of the Armed Forces. A
more narrow focus on the organisatiori s diversity climate was asked for, as
the labour market as well as the labour demand both displayed marked
shifts. Together with an evaluation of the latest policy measurements, this
survey constituted a research paper as well as the basis for this dissertation
(Bosman et al., 2006). Attitudes towards acculturation, multiculturalism
(MCA), diversity policy measurements (DPM) and its effects (EDP), as well
as the difference with a similar study conducted five years before, are part of
this study. The study has endeavoured to answer the question:
1. How do defence employees perceive multiculturalism in general and in what
way do they perceive possible diversity policy rneasurements in their organisation
and its consequences? Did these general attitudes toward multiculturalisrn amongst
defence employees change over the previous five years, whilst having the societal
clirnate in mind?
More particular, measuring these attitudes quantitatively, it is significant
and interesting to find out whether or not these attitudes manifest itself in
particular behaviour also. Therefore, related research has been carried out in
the second study, in which ethnography and qualitative in-depth interviews
intend to broaden the perspective on the subject as such. Relating to the first
study, the least positive groups (i.e. young and low educated) towards
multiculturalism in general will be focused on, in order to reach an
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understanding of their actual behaviour. A group's composition, the
socialization processes concerning the change between civilian life and the
armed forces, as well as specific identity issues, are focused on. The
following related research question has been formulated:
2. In what zvay do attitudes toward ethnic cultural minorities manifest
themselves within an arrny training platoon, where rnostly young and lower
educated recruits are being transforrned irlto service (wo)rnen?
The following two studies focus on one specific ethnic minority group,
namely Dutch Muslim soldiers. First of all, focusing on one specific ethnic
minority group may deepen our understanding. Secondly, when the societal
climate is considered, sometimes it seems as if the immigration debate shifts
from ethnic minorities towards Muslims only, e.g. as some single issue
political parties make us believe. This makes one wonder in what way this
particular group asserts oneself in the defence organisation. Furthermore,
preliminary research (Soeters, Taner~an, Varoglu, 8z Sigri, 2004a, 2004b) has
suggested the need to study the possible value of Dutch Muslim troopers in
Muslim areas of operations, considering the increasing desirable interaction
with the local populations on the spot. Military operations nowadays are
simply more about 'winning the hearts and minds' as opposed to actual
waging of war. The related research question that has been posed, is as
follows:
3. What are the merits and demerits of the multiple identities of Dutch Muslim
troopers whilst being deployed to Muslim societies? In what way do Dutch Muslim
trooyers switclT between cultural frarnes, when closely interacting with local
Muslim populations on the spot?
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The last study aims to further expose the position this minority group finds
oneself in, in the defence organisation. Although the interaction with the
local population during peace operations is of particular relevance, so is the
interaction between Dutch Muslim troopers with their majority group
colleagues. In the end, this will also ( indirectly) influence the tasks
servicemen are confronted with. In particular the interaction processes
between Muslim troopers and their majority group colleagues are
addressed. Besides, a similar study within the German Bundeswehr has
been reviewed, as the German armed forces are also familiar with migration
flows and struggling with mirroring the society (Biehl, Klein, 8s Kiimmel,
2007). The following research question has been formulated:
4. In what way do Dutch Muslim troopers pereeive the interaction with their
rnajority group colleagues, both during deployment as well as off rnission?
These four studies are described separately in the following chapters.
Therefore, chapter two will display the findings of the first research
question, chapter three will turn to the ethnographic study in the training
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2 Multicultural tensions in the military?
Evidence from the Netherlands Armed Forces3
2.1 Introduction
September llth 2001, the attacks on railways in Madrid, and the recent
bombings in London have changed the world dramatically. Western
societies and values are threatened, which gives reason for justifiably
concerns regarding multicultural relations. Tensions frequently come to an
outburst and recently ethnic groups have played significant roles in news
coverage, reporting about riots in places as varying as France and Australia.
Even more recently, these tensions constituted escalating protests over
cartoons depicting the prophet Mohammed in European newspapers.
With respect to the Netherlands, the murder on Dutch prominent politician
Fortuyn in 2002 and last year's murder on Dutch filmmaker Van Gogh, who
both overtly critiqued Islamic religion, intensified the severe tensions
between ethnic groups. The latter murder brought about two weeks of total
disorder, in which mosques, Islamic schools and churches were object of
violence and were set on fire (Soeters, 2005).
' This chapter has been published in its entirety in 2007:
Bosman, F., Richardson, R. 8L Soeters, J. (2007). Multicultural tensions in the military?
Evidence from the Netherlands armed forces. Internationnl Journnl of Intercultural
Relations, 31(3), p339-362. I-~owever, this also implies that some of the terminology
used in this chapter is inconsistent with other chapters in this dissertation.
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Members of Dutch fundamentalist Islamic groupings are currently
prosecuted and international pro-A1 Qaeda groupings continue to threaten
countries, including the Netherlands, if their armed forces are not
withdrawn from Iraqi and Afghan soil. Although the Eurobarometer
indicates that the general attitude towards immigrants and diversity has
been deteriorating well before these events occurred (Coenders et al., 2003),
just since 2001 multicultural relations, intercultural tensions between ethnic
groups and connectedly the 'integration of ethnic minorities' have entered
explicitly the political debate in Dutch society.
Whether or not cultural values change due to these events as such, is a
relevant question here. Although Adler (2002) argues that cultural values
remain stable throughout time, Olivas-Luján, Harzing and McCoy (2004),
have expressed the need to test this so-called 'cultural stability assumption'.
According to them dramatic events, like the one on 9~11 exert influence on
cultural values as we know them. Correspondingly, they found supporting
results that September ll~h has had a serious effect on some of the norms and
values among people in the USA, by measuring values pre- and post
September 11 2001. US university students displayed a decrease in the level
of cosmopolitanism and simultaneously an increase in their acceptance of
hierarchy~power distance in that period. Obviously, ethnic diversity,
multicultural tensions and changing values are currently important subjects
to study. Pyszczynski, Solomon and Greenberg (2003) elaborately explored
the effects that are brought about by terrorist threats in their book In the wake
of 9~11.
In this article, we will address these subjects in the military context. Canada
and The United States have been familiar with studying intercultural
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relations and the equal opportunity climate in their armed forces (Berry 8z
Kalin, 1997; Dansby 8z Landis, 1991, 1998; Enloe, 1980; Knouse 8s Dansby,
2000). In the Netherlands, however, studies in this connection have been
lacking until now. This is remarkable, as it is a culturally diverse country, in
which the conscript force has been replaced by an All Volunteer Force.
Soeters and Van der Meulen (2007) provide us with six answers to the
question why diversity is of such importance in the armed forces. First of all,
one of the arguments relates to the so-called 'power of identity'. Newly
arrived or already existing groups in different countries declare the power of
their identity, which results into claims such as admittance to (all units of)
the armed forces or specific treatment conform their cultural background.
Second, the defence organisation has a responsibility vis-à-vis the society as
a whole in order to preserve adequate legitimacy. Therefore, the armed
forces are expected to reflect the composition of the population, in terms of
gender, socio-economic class, religion, sexual orientation and ethnicity.
Thirdly, the business case of diversity management plays a role here. The
abolishment of compulsory military service in order to build an all-volunteer
force contributes to the need for diversity in the armed forces, since it is in
their interest to "expand the pool of potential recruits (...) with new
categories of the population" (Soeters 8t Van der Meulen, 2007, p. 3).
The fourth argument relates to the possible increasing effectiveness due to
diversity, especially in humanitarian relief missions and civil-military
cooperation, also referred to by Miller and Moskos (1995). According to
them, women and black men in diverse units were supposedly better
monitors of misbehaviour than soldiers within units with all male or all of
one single race. Besides, as some of the ethnic minorities are bilingually
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educated (e.g. Dutch and Arabic) and profess religions other than those most
prevailing in the western world, these servicemen can deliver an essential
contribution to missions in non-western environments. It is likely that they
are able to communicate more easily with the local population and know
how to place certain religion-dependent habits and activities into the right
context.
Fifth, in case of low representation of minority groups in the armed forces,
soldiers may be prejudiced towards these groups. Whenever the military
needs to take action during civil commotion, this may lead to serious
difficulties. For example in Bolivia in 2003, when mainly officers from
Spanish descent, were facing indigenous demonstrators, of which more than
100 were killed. This violent repression by the Army probably would have
ended differently if the protesters were predominantly of European descent
(Selmeski, 2007).
Finally, Soeters and Van der Meulen ( 2007) argue that managing diversity is
sometimes insurmountable as a consequence of a'forced' integration of two
armies (e.g. South Africa in 1994 where the conventional military force had
to be integrated with former opponents such as the ANC and PAC; and
Germany after 1990 when the German Bundeswehr and the Nationale
Volksarmee integrated).
Additionally, one last answer to the question why the subject of diversity is
of such importance to the military, relates to the current unemployment rate
among ethnic minorities in the Netherlands. This is three times as high as
the unemployment rate of native Dutch people, and especially the youth
unemployment takes on alarming forms (Dagevos 8s Bierings, 2005). Besides
the fact that the defence organisation has set itself the objective to rejuvenate
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its workforce, it is even more important to address this problem, as it is a
societal responsibility for the organisation.
Ethnic diversity and managing diversity have become serious issues for
Dutch politicians and policymakers in the armed forces. The recruitment
and integration of ethnic minorities became an active policy measurement in
1997 and since then'diversity' was a new concept introduced and elaborated
in the Dutch armed forces. The goal was, in line with general minority
policies of the Dutch government (Arends-Tóth 8s Vijver Van de, 2003), to
emphasize equal access for culturally different groups to the armed forces
and an equal share in services supplied by these forces. In addition,
movements on the labour market indicated a growing pool of potential
ethnic minority work force, especially Dutch Turks and Dutch Moroccans
(Centraal Bureau voor de Statistiek (CBS), 2004). Although these groups are
still underrepresented in the armed forces, the Dutch Department of Defence
aims for a realistic reflection of its society and therefore concentrates on
recruiting them by means of special recruiting techniques. Hence, the
current situation needs to be interpreted from different angles; political,
economic but in particular also from a social psychological viewpoint, which
charts attitudes towards multiculturalism and acculturation.
In this article we study the perceptions of Dutch defence personnel towards ethnic
diversity. What are the attitudes of armed forces employees towards
rnulticulturalism in general terrns? More specifically, do they support multicultural
policy programs in their organisation and how do they perceive the consequences
that might be brought about by these programs? And last, have any changes in these
attitudes occurred over the rnost recent years?
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2.2 A framework for studying attitudes towards multiculturalism
The theoretical basis for research and practical organisational experiences in
the Netherlands leans heavily on the work of Thomas (1991) and Cox jr.
(1993). Thomas notes that: "Diversity includes everyone [...] a commitment
to diversity is a commitment to all employees, not an attempt at preferential
treatment", (R. R. Thomas, 1991, p. 11). This makes diversity different from
Affirmative Action and Equal (Employment) Opportunity, since these are
guided at fighting racism, sexism, ageism, homophobia and class differences
by formulating targets in order to make up arrears on the labour market of
especially women and ethnic minorities.
In the context described above, we focus on the multicultural ideology of
military and civilian personnel of the Dutch armed forces. In concordance
with Berry and Kalin (1997), who conducted a survey amongst the Canadian
Forces, we will initially study this in the context of society as a whole;
subsequently we will bring attitudes into focus that concern diversity
measurements and effects that concern the Dutch armed forces in particular.
Multiculturalism refers to a culturally plural society and is defined by Berry
as a society "in which the pluralism is valued (by the population generally,
by the various acculturating groups, and by government policy) and in
which the diversity is likely to remain. In short, a multicultural society is one
in which integration is the generally accepted way of dealing with cultural
diversity" (Berry, Poortinga, Segall, 8i Daren, 1992).
In order to assess specific multicultural attitudes, two criteria are important:
cultural maintenance and cultural adaptation. These refer to Berry's
acculturation theory (Andriessen 8s Phalet, 2002; Arends-Tóth 8z Vijver Van
de, 2003; Berry et al., 1992). Acculturation is defined by Redfield, Linton and
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Herskovits in 1936 as: "those phenomena which result when groups of
individuals having different cultures come into continuous first-hand
contact, with subsequent changes in the original culture patterns of either or
both groups", (in Berry et al., 1992, p. 271).
This process is not a single dimensional process in which there is a
commitment of all acculturating groups to one dominant culture, starting
from one or more traditional cultures. The result of the acculturation process
depends on the way acculturating groups wish to relate to the dominant
culture. In this respect, four acculturation strategies can be defined as an
answer to two basic questions. These strategies can be assessed both among
minority and majority group members. For majority group members this
should be interpreted as what they think minority group members should do.
The first question is: "is it considered to be of value to maintain relationships
with other groups' (Berry et al., 1992, p. 278), while the second question can
be formulated as 'is it considered to be of value to maintain cultural identity
and characteristics", (Berry et al., 1992, p. 278). Considerations regarding
conceptual simplicity demand dichotomous decisions on these issues (Ben-
Shalom 8z Horenczyk, 2003): yes or no to the maintenance of cultural
identity and yes or no to adaptation to the dominant culture. This leads to a
two-dimensional model, in which the macro level of the larger society is
admitted also, as this dimension influences the way in which acculturation
for both minority and majority groups takes place.
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Maintenance of cultural identity and characteristics is considered
to be of value
Adaptation t ~ G -
to dominant
culture is t INTEGRATION ASSIMILATION
considered to
be of value nrulticulturalism rnelting pot
SEPARATION MARGINALIZATION
segregation exclusion
Source: Berry, 2004 (slightly modified)
Figure 1: Acculturation strntegies for indiz~iduals and the largersociety
Marginalization is defined as the strategy that exists "when there is little
possibility or interest in cultural maintenance (often for reason of enforced
cultural loss), and little possibility or interest in relations with others (often
for reasons of exclusion or discrimination)", (Berry et al., 1992, p. 279). In the
context of the larger society, this comes down to exclusion. The separation
strategy implies that one places value on holding on to the original culture
and simultaneously wishes to avoid interaction with others: this is referred
to as segregation when this is enforced by the larger part of society. The
assimilatiori strategy refers to the situation in which contact with the
dominant culture is preferred and no maintenance of cultural heritage is
strived for. When this is preferred by the larger society, this can be termed
the meltirig pot, in which ethnic minorities absorb into the established
dominant society. However, when this is more and more enforced, it
eventuates in a so-called pressure cooker. And last, the integration strategy is
one in which both maintenance of the original culture as well as intercultural
contact are aimed for. In a society in which the majority sets this as an
52
Multiculturnl tensions in the rrrilitary?
objective, multiculturalism will be the outcome. In a situation as such,
pluralism and diversity are valued by the dominant population, minority
groupings and by government policy (Berry, 2004; Berry et al., 1992). These
orientations should be interpreted as flexible and changeable over time and
in different contexts.
Contexts in which these orientations are applied, vary from econoruic-, social-,
ideological domain to political and goverrrrnental system (Navas et al., 2005). Here
we have limited our study to two basic contexts. The first context in our
survey refers to the individual attitudes of integration, separation,
assimilation and segregation in a private context (e.g. at home); the second
context refers to these types of acculturation as well, however in a public
context (e.g. at school or at work).
According to Arends-Tóth and Van de Vijver (2003), only few studies have
recently empirically compared these strategies between majority and
minority group members. Their study indicated that the Dutch majority
group generally had a rather neutral attitude towards multiculturalism,
while Turkish Dutch were much more positive. In addition, the native Dutch
group preferred assimilation above integration of Turkish migrants in all
contexts (private and public), whereas Turkish Dutch perceived clear
differences between these contexts and preferred integration in public and
separation in private context. Apparently, the dimension 'cultural
adaptation' together with the assimilation strategy was more favoured by
the native Dutch group. These findings do not apply to the Netherlands
only, however. Similar results have been found in other western European
countries (e.g. Zick, Wagner, Van Dick, 8z Petzel, 2001).
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In all this, we need to take the Dutch societal background into account. The
Netherlands has always been a country consisting of various homogeneous
groups in which political and social activities were highly internally
integrated and tightly organized in everyday life. Each group (Protestants,
Catholics, Socialists and Liberals) had its own schools, hospitals, political
parties, broadcasting corporations and so forth. This segmentation has been
termed pillarization (Lijphart, 1968). Although people of different class and
religion lived separate lives, it caused the citizens to respect and understand
other beliefs and accept existing differences. Since the late 1960's, however,
the process of depillarization set in, breaking down the different segments.
According to Lijphart's distinction between a homogeneous and fragmented
society, it would be expected that breaking down these imaginary walls
would reflect a more homogeneous society, however "in reality the result
has probably been even greater fragmentation" (Andeweg 8z Irwin, 2005, p.
220). In addition, this greater fragmentation is also visible in the
Eurobarometer, in which majorities' attitudes towards migrants and
minorities in different European countries have been studied. The results
indicate an increase in resistance towards a multicultural society in the
Netherlands (Coenders et al., 2003).
This greater fragmentation between groups together with the current threats
that hover over western societies raises serious questions about the present
multicultural and acculturation attitudes of majority group members.
Several studies have demonstrated that the smallest threats can induce a
group to in-group favouritism, authoritarianism, out-group bashing, and
other strategies to preserve onés own social identity (Tajfel 8z Turner, 1979).
Stephan and Stephan (1996) have referred to three types of threats in this
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context. According to them, realistic threats, symbolic threats and intergroup
anxiety can explain prejudice and a negative perception of outgroups.
Respectively, these distinctions refer to (perceived) threats to the very
existence of the ingroup and to the political and economic position of the
dominant group, threats concerning different morals, values, beliefs and
attitudes and third, the experience of feelings of threat, due to a lack of social
interaction between groups. In addition, according to Fiske (2004) a clear
distinction in the negative outgroup attitudes needs to be made, namely
between subtle and blatant prejudice. Subtle bias is more indirect and
exaggerates cultural differences, in contrast to blatant prejudice, which is the
kind we usually imagine. Although subtle prejudice is often hard to notice,
the effects are clear.
Since the defence organisation is one which is likely to mirror society at
large, our first hypothesis will test whether this picture outlined above, is
also visible in the perception of the military and civilian personnel of the
Dutch armed forces. From this we formulate the first hypothesis for our
research.
Hypothesis 1: 'The societal picture of the western society will be reflected in the
Dutch defence organísation, i.e. military and civilian personnel of the Dutch armed
forces have a rather negative multicultural attitude and aim for an assimilation
strategy.'
Multiculturalism also requires support and willingness for institutional
changes in order to preserve and enhance cultural diversity. Hence, our
second hypothesis relates to the support given to diversity policy
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measurements to facilitate cultural diversity if they were implemented in the
defence organisation and the perceived effects of these programs. As
mentioned above, for many years, people in the Netherlands have been
familiar with a pillarized civilization. Supporters of this system have argued
that this has contributed to the democratization and emancipation of the
various groups that coexisted in the Netherlands (Lijphart, 1968; Shadid 8z
Koningsveld, 1996). Furthermore, this so-called system of pacification can
also be placed in the context of the group-grid typology, developed by the
anthropologist Mary Douglas (1973). This typology renders assistance in
understanding the tolerance and tensions between groups. The grid
dimension can be either strongly or weakly developed. In case of a strong
grid, clear boundaries and distinctions between different social groups exist
and fixed government rules and regulations are transparent and accepted by
all. The Netherlands has been characterized for years, by its strong belief of
equal rules and objective law enforcement for everyone, irrespective of their
religion or social status. Therefore, it can be entitled as a country in which a
strong grid dimension is present. The group dimension on the other hand
relates to the degree of vagueness (or clearness) of group boundaries, based
on race, region, religion and ethnicity. An example of such distinct groups
with clear distinguished boundaries and strong intra-group cohesion are
original Dutch people on the one side and ethnic minorities on the other side
(Soeters, 2005). However, since the ideology of pillarization is based on
government policies, embedded in the Dutch culture and, hence, the grid
dimension is strongly developed in Dutch society, we assume that defence
employees believe that in order to deal with ethnic diversity, clear
govemment rules should be implemented.
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Hypothesis 2a: Military and civilian personnel of the Dutc11 nrrned forces are
supportive of diversity policy measurernents in order to enhance dealing with ethnic
diversity.
In addition, due to this strong grid dimension, in which rules apply to all
categories of people in society and are supported by (almost) everyone, we
assume that besides diversity measurements, the perceived effects of these
measurements will be evaluated positively as well.
Hypothesis 2b: 'Dutch defence ernployees will support tlle effects that will fvllow
frorn the policy measurernents airned at ethnic diversity.'
It is rather obvious that the societal and culture climate has been changing
lately. As for the Netherlands, the Socio-Cultural Planning Agency studies
these changes every two years. One of the themes central in this study is
'minorities and integration', including subjects such as demographic
developments, migration flows, and contact between majority and minority
group members. Relating to the latter, 'ethnic distance' is measured on the
basis of the degree of resistance majority group members feel toward having
neighbours with another ethnic background. The resistance has increased
over the last years. It needs to be noted, however, that this increase already
began in 1995, even before minorities were continuous subject of societal
debates. Nonetheless, the resistance is presently higher than ever before;
nearly 600~o and it is not to be expected that this will decrease in the near
future (Socio-Cultural Planning Agency, 2004).
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The second indicator that is in line with this development is the
Eurobarometer in which the attitudes toward minorities among the majority
populations of European Union member states are longitudinally studied
(Coenders et al., 2003). In this last mentioned study, the resistance toward a
multicultural society in the Netherlands has increased each time period since
1997. However, the mean score for the Netherlands remains below the
general average of all member states.
Overall, this implies a downward 'tolerancé or `multicultural ideological'
curve in society. Although Dutch citizens have always been characterized by
a high degree of trust in institutions and politics (Andeweg 8z Irwin, 2005),
the Eurobarometer also shows a decline of public confidence towards the
political system, after the assassination of the Dutch right-wing politician
Fortuyn in 2002. Confidence percentages dropped from 80o~o in 2000 to 590~0
in the beginning of 2003. Although these numbers are currently rising again,
a decline in satisfaction cannot be denied.
Related to the findings of Olivas-Luján, Harzing and McCoy (2004), we will
test whether or not the attitudes of Dutch army employees toward ethnic
diversity have changed during the past five years. Do the present
perceptions dissent from the ones that predominantly prevailed five years
ago, before most of the Islamic-fundamentalist attacks on the western world
occurred? Is the general anti-immigrant and -diversity tendency in public
opinion also discernable in the armed forces? And did this come along with
changes in the attitudes toward multiculturalism, diversity policy and its
effects? From this, the last hypothesis has been formulated.
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Hypothesis 3: 'The attitude of Dutch Royal Army employees toward
multículturalism, diversity policy measurements and its perceived effects, has
hecorne less supportive compared with five years hefore.'
2.3 Methods
The survey, on which this study is based, has been conducted on request of
the Dutch Ministry of Defence and was developed to provide a better
understanding of defence employees' attitudes related to ethnic cultural
diversity, policy measurements and its perceived consequences and the
changes that have occurred during the past five years.
2.3.1 Participants
In July 2005 a survey was conducted among the employees of the Dutch
armed forces in order to test the hypotheses. Following a random sampling
method, 5600 employees (military and civilian personnel) were included in
the survey, of which actually 2079 responded (response rate: 370~0). The
sample consisted of 1799 males and 262 females, respectively 87o~o and 13o~o.
These numbers approach the actua] distribution in the population of defence
personnel, as this comes down to 87o~o men and 130~o women. The percentage
of women in our sample is well above the l00~o formulated as a minimal
standard in the Ernancipation Letter (Emancipatie Brief, 1997). 720~0 of the
respondents are service members and the remainder 280~o is civilian
personnel (respectively 750~o and 250~o in the population at large). Most of the
respondents were at the age of 37 years or older (610~0, of which 390~o is
civilian personnel), and are non-commissioned officers (39"~0). Of the
respondents 4101o is employed in the Royal Army, 20o~o in the Navy, 18"~o in
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the Air Force and 90~o is employed at the Military Police. In the population at
large, this comes down to respectively 44o~0, 22o~0, 18o~o and l00~0, and
therefore the distribution in the sample is practically identical. A respondent
was identified as an ethnic minority on the basis of the criteria formulated
by the Wet Samen4.
This law formerly committed every Dutch government department to
accelerate the recruitment of ethnic minority groups in their workforce.
Although this initiative is not statutory anymore since early 2004, the
objectives are still aimed for by many organisations. The number of ethnic
minorities in our sample (70~0) meets the 40~o standard previously formulated
as a minimal standard in the Wet Samen. In 2003 the actual number of ethnic
minorities in the defence population was 7.60~0.
Furthermore, most participants are marriedniving together (750~0), more than
15 years active within the Department of Defence (580~0), have not or only
once participated in military operations abroad (720~0) and are moderately
educated (470~0). From this we can say that this sample is representative of
the Dutch defence population in most essential respects (sex, ethnic minority
status, military and civilian personnel, and the dispersion over the different
defence units). However, the sample's age dispersion seems to display an
overrepresentation of respondents of 37 years and older.
~ An ethnic minority is defined by the Wet Samen as a person born in Turkey,
Morocco, Surinam, Netherlands Antilles, Aruba, former Yugoslavia, or other
countries in South- or Central America, Africa or Asia -with the exception of Japan
and the former Dutch East Indies. Second, the definition includes those people who
can be found in the register, referred to as in article 1 of de Wet-Rietkerk-payment
and third, the children of the people denominated above also belong to 'ethnic
minorities' according to this definition.
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In order to test our third hypothesis, we have used an existing database,
which has been used for a similar survey amongst military men~women in
the Dutch Royal Army in 2000. Scales used in both surveys (2000 and 2005)
are similar, which enables us to make statistical comparisons. Our T~ sample
(2000) consists of 508 respondents which were compared with the employees
from the Royal Army who participated in the survey at Tz (N-848, 2005). See
appendix A for demographics of both samples.
2.3.2 Instruments
The survey consists of scales that are previously used in Canadian and U.S.
research on diversity, multiculturalism, and policy measurements. These
scales have proved to be valid and reliable for Canadian and US research
(Berry 8z Kalin, 1995, 1997) and meet the requirements and objectives of this
study. For the measurement of multiculturalism, the support of
multicultural policy and its perceived consequences, we used three scales.
First of all we used the Multicultural Attitude (MCA) scale, based upon the
Canadian Multicultural Ideology Scale. This scale assesses support for
having a multi ethnic society (Berry 8s Kalin, 1995, 1997). The original MCA
scale has 15 items scored on a 7-point Likert scale, for this study converted
into a 5-point Likert scale. It is a bipolar one-dimensional scale, with:
"positive evaluation of cultural diversity and support of multiculturalism at
one pole, and negative evaluation of diversity, segregation assimilation, and
exclusion at the other", (Arends-Tóth 8z Vijver Van de, 2003, p. 253) and
contains both positive as well as negative worded items. Reliability and
factor analyses made us decide to delete 3 items for further analysis from the
original scale. Doing this improved the reliability score (a-0.85), and leaves
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us with 12 items measuring the attitudes towards multiculturalism, such as
for instance "A society that has a variety of ethnic and cul tural groups is more able
to tackle new problems as they occur" (see appendix B for complete scale).
Second, we have used the Diversity Policy Measurements (DPM) scale. This
scale, consisting of 8 items, measures the attitudes of defence employees,
toward policies and regulations regarding dealing with diversity within the
organisation (Berry 8t Kalin, 199~ and is based on a 5-point Likert scale.
This scale contains items that measure, for example, the degree of agreement
with "policy ainted to ensure equal access to jobs regardless of ethnic or racial
backgrouttd" (see appendix B for complete scale). No items needed to be
deleted from the Diversity Policy Measurements scale, as reliability analysis
displayed an Alpha of 0.82, close to the reliability score of the MCA scale.
Last, the Effectiveness of Diversity Policy Measurements (EDP) scale has
been used and measures what people believe could happen as a
consequence of diversity policy measurements aimed at ethnic minorities.
For instance, one of these items is, "the policy measurements will reduce the
morale, attnosphere and eohesíon". Factor- and reliability analysis made us
decide to delete 8 items from the original scale, hence 14 items remained.
Doing this improved Alpha to 0.90. One plausible explanation for deleting
these items is that some of these items are susceptible for an ambiguous
interpretation, as they can be construed as a diversity policy measurement as
well. Again this scale is based on a 5-point Likert scale and composed by
both positively as well as negatively worded items (see appendix B for full
used scale).
62
Multicultural tertsions in the military?
In addition, four questions have been admitted to assess the specific context-
related acculturation attitudes and were drawn and adjusted from a study
conducted by Andriessen and Phalet (2002).
"Ethnic cultural rninorities should maintain their ethnic culture in the private
context (for instance at home)."
"Ethnic cultural minorities should adapt themselves to the Dutch culture and
soeiety in the private context (for instance at home)."
"Ethnic cultural minorities should rnaintain their ethnie culture in the public
context (for instance at school or at work)."
"Ethnic cultural minorities should adapt themselves to the Dutch culture and
society in the public context (for instance at school or at work). "
T'he answers to these questions are also based on a Likert-scale, ranging
from 1 totally disagree to 5 totally agree. Combining the answers two-by-two
leads us to a four-option matrix, in which we can find the four varieties of
acculturation, based upon the orientation to the two basic dimensions (Berry
et al., 1992). The answer '3: nor disagree nor agreé has been taken into account
as well. However, no specific acculturation strategies can be derived in case
of this answer. It shows merely an inclination towards one of the two
dimensions that underlie the matrix. Finally, we related results to different
background variables, such as gender, age, educational level, ethnicity and
defence unit, in order to search for dissimilarities.
All the scales mentioned above, were independently translated in Dutch by
three people of the Department of Social Sciences and Philosophy of the
Royal Netherlands Defence Academy. Since the DPM scale is the only scale
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with only positively formulated items, a response set problem might occur
here.
2.3.3 Analyses of Data
In order to analyse the three hypotheses, we first of all conducted a number
descriptive analyses. For the first hypothesis sum scores have been
calculated and are divided by the number of items. Since the scores on the
multicultural attitude scale range between 1 and 5, the theoretical midpoint
lies at 3(and represents a neutral attitude). A'high' score (above 3.5) refers
to a forbearing attitude toward multiculturalism and support for having a
culturally diverse society. A'low' score on the other hand (below 2.5), points
towards a negative evaluation of ethnic diversity and a multi-ethnic society.
Respondents with a score between 2.5 and 3.5 have been labelled as
'neutral', indicating that they are indifferent toward multiple ethnic groups
within their society. However, when this is below the scale's theoretical
midpoint, it can be interpreted as an inclination toward a negative
perception.
In order to differentiate subgroups, t-tests and one-way anova's have been
conducted, followed by post-hoc comparisons using Tukey HSD to define
meticulous significant differences.
The second hypothesis has been tested rather alike. Means have been
calculated and are considered supportive of the questioned (effects of)
diversity policy measurements and are termed 'positive' when exceeding
3.5; negative whilst below 2.5 and neutral when it is part of the range 2.5 -
3.5.
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Last, we tested the third hypotheses by using t-tests with dichotomous
variables that were attributed to the different samples (Royal Army 2000-1
and Royal Army 2005-2), in order to search for statistically significant
differences between the attitudes of army personnel in 2000 and in 2005. On
top of the three items that were deleted previously for the MCA scale, we
have excluded two more items, since the elaboration of these items was
unclear in the Ti sample. This leaves us with ten items measuring the
attitude toward multiculturalism for both T~ and Tz (new a-.79). The new
alphas for the DPM and EDP scale are respectively 0.79 and 0.88.
2.4 Results
2.4.1 H~othesis 1: Multicultural attitude 8z acculturation strate~y
We will first take a look at the overall mean of our sample regarding their
attitude toward multiculturalism. The mean score (2.72, SD .65) of the
participants is below the 'theoretical' midpoint of the scale. This indicates a
relatively neutral viewpoint of defence personnel, however somewhat
inclined toward a negative perception. It appears that only 9o~o of the
respondents has an outright 'positive' attitude toward ethnic diversity (~3.5)
in contrast to 32"~o who tend toward a'negative' attitude (~2.5) and 590~o who
can be categorized as 'neutral' (2.5-3.5).
In order to get a notion of the specific location of this 'negative' attitude, we
have subclassified the sample (see table C in appendices). An examination of
these different subcategories reveals that al] but two subgroups score below
the scale's theoretical midpoint of 3.0. However, the categories 'ethnic
minorities' and 'civilian employees with a high salary scale', show
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themselves to be more positive. Subsequently, the most riveting results will
be outlined below. Initially, these results will be presented as if they are
independent of one another. Nevertheless, obvious correlations between
different categories need to be taken into account.
In reference to table A4, women turned out to have a statistically significant
higher mean score than men indicating that they are relatively more positive
on MCA than men. Regarding age, the subcategory 17-21 turned out to differ
significantly from both groups between 27-31 and 32-36, with employees
within the age category 17-21 having a more negative perception toward
multiculturalism.
Regarding education, higher educated defence employees clearly showed a
more positive attitude towards multiculturalism, than both lower and
middle educated employees. A statistically significant difference was found
at the p~0.000 level in scores for the MCA scale. Post-hoc comparisons
indicated that the mean score for higher educated employees was
significantly different from both the lower and middle educated employees.
Lower and middle educated respondents did not differ significantly on this
scale however.
With respect to ranks, also statistically significant differences were found.
The ranks varying from major to colonel displayed the highest mean, close to
but below the scalé s theoretical midpoint. Ranks varying from lieutenants to
captains also displayed a rather neutral score, whereas the privates, non-
commissioned officers and generals show a rather low score. After post-hoc
analysis, these distinct significant differences appear to lie between privates
and other ranks, non-commissioned officers and other ranks and civilian
personnel and other ranks. One eye-catching result however, relates to the
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generals as they display a rather low score and differ significantly with the
ranks between majors to colonel.
Regarding ethnicity as a background variable, it is most interesting to find
that the subgroup 'ethnic cultural minorities' has one of the highest scores
and exceeds the scale's theoretical midpoint. A highly significant difference
was found between ethnic minorities and native Dutch employees (F-68.446,
p~0.000), with ethnic minorities more positive and displaying a'neutral' to
'positive' perception of multiculturalism. However this difference turns out
to have a small effect size (eta squared 0.033).
As mentioned before, four questions were added to the MCA scale in order
to assess specific acculturation attitudes. On the basis of these four items,
two typologies can be drawn up: acculturation attitudes in the private
context and acculturation attitudes regarding the public context. First we
will pay attention to the private context.
Table 1 Acculturation attitude defence personnel in the private context
Ethnic cultural minorities should maintain their ethnic
culture.
Ethnic cultural yES NO NEUTRAL TOTAL
minorities should yES 80~0 7o~a ~'i~ 200~0
adapt themselves to NO 220~0 lOolo 12`~0 440~0
the Dutch culture and NEUTRAL 12'~~ 3'ia 21`~0 360~0
society. TOTAL 42a~o 20a~a 38a~o 1000~0
Pertaining to the private context, most defence personnel preferred
separation (220~0). 80~0 of the respondents preferred integration at home,
whereas l00~o answered positively with regard to marginalisation and
merely 70~o supported assimilation in the private context. It should be noted,
however, that a rather large percentage (530~0) responded neutrally to either
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one or both questions. From this, we can draw the conclusion that the
underlying fundamental attitude 'maintenance of cultural identity' receives
most support (420l0) opposed to 'adaptation to the dominant culture' (20010).
The second typology regarding the public context is presented in table 2.
Table 2 Acculturation attitude defence personnel in the public context
Ethnic cultural minorities should maintain their ethnic
culture.
Ethnic cultural YES NO NEUTRAL TOT
minorities should AL
adapt themselves to YES Solo 660l0 160l0 870l0~
the Dutch culture and NO 10l0 20l0 lol0 40l0
society. NEUTRAL ?"„ 7ola 90l0
TOTAL 6`~0 70"!0 24ola 100ola
Different from the private context, an obvious majority of the respondents is
predominantly inclined towards assimilation of ethnic cultural minorities in
public (660l0). Only 5ol0 of the respondents answered to prefer integration in
this domain. Separation and marginalisation in public received only little
support. Clearly 'adaptation to the dominant culture' received a large
amount of support, namely 870l0. It is worth mentioning that the respondents
have a perfectly clear understanding concerning the public context, whereas
a rather large amount of respondents adopts a neutral view when it bears on
their preference in the private situation. These results clearly show a context
dependence of acculturation strategy of defence employees.
As for a further deepening of our understanding, we have split up the
sample based on the fact whether or not a respondent could be classified as
an ethnic minority. Referring to the first typology (private context) ethnic
cultural minorities and native Dutch respondents are practically
unambiguous about acculturation strategies. As for the second typology,
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again no striking differences are visible. However, opposed to 670~o native
Dutch employees (N-1893) who preferred assimilation, 510~0 of those with an
ethnic minority 'status' (N-145) preferred this strategy. For both groups
context dependence of acculturation strategies is once more demonstrated.
Although analyses showed rather large significant differences between these
groups considering the attitude toward multiculturalism, the difference as
far as acculturation strategies are concerned, seems less expressive.
2.4.2 Hypothesis 2a: Diversit~policy measurements
The Diversity Policy Measurements scale measures the attitude of the
defence personnel toward policy measurements aimed at dealing with
ethnic diversity within the defence organisation. The overall mean of
defence personnel comes down to 3.62, well above the scale's theoretical
midpoint (which is three and indicates a neutral viewpoint) and can be
classified as 'positive'. In comparison with the overall mean regarding
multicultural attitudes, employees are far more supportive of policy
programs aimed at ethnic diversity. From this, it can be concluded that
defence personnel is positively orientated toward introducing particular
policy measurements for better dealing with diversity. For this reason we
have not further subdivided our sample to look for specific differences.
However, we did have a more precise look at the separate items. As for most
items, respondents answered rather positive in general. One of the items that
received distinctly less support though, relates to the question whether or
not special events celebrating different cultures, should be funded or not. A




2.4.3 H~pothesis 2b: Perceived effects of diversity policy programs
Regarding perceived effects of the diversity policy programs, the overall
mean of the defence population comes down to 3.28 (SD-0.63). As this is
between 2.5 and 3.5 we have termed this as 'neutral' but since it is still above
the scale's theoretical midpoint it can be interpreted as an inclination toward
a positive perception conceming effects of diversity policy measurements.
Apparently, defence personnel seems to be leaning toward a negative
perception of multiculturalism, but simultaneously support diversity policy
measurements and tend to have a rather positive feeling about consequences
that are brought about by these measurements.
2.4.4 H~pothesis 3: The Dutch Ro~al Arm, f~years a~o
As for our third hypothesis, concerrung changing attitudes within the past
five years, our results show a partial support, since army personnel is
significantly more negative toward multiculturalism in 2005 than they were
in 2000 (Meani: 3.04, SD~: .45 and Meanz: 2.70, SDz: .66), with t-10.86
(p~0.001). The magnitude of the differences in the means was relatively
moderate (eta squared- 0.08), which comes down to a decline of 110~0.
The differences between means for both the DPM and EDP scales are rather
small (DPM meani: 3.61, SD~: .51; EDP mean~: 3.28, SD~: .61; DPM means:
3.61, SDz: .64; EDPz: 3.27, SDz: .63). Besides, the attitudes toward diversity
policy measurements and its perceived effects turned out not to differ
significantly between Dutch army personnel in 2000 and army personnel in
2005. Subsequently, we have only classified the MCA scale into
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subcategories in order to test for divergences between T~ and Tz. These
differences are represented below.
Table 3 Attitudes of Dutch Royal Army personnel toward rnultieulturalism at T~
and T~
mean mean mean t- Significance of Eta
2000 2005 difference value difference Squared
Royal Army 3,04 2,70 -0,34 10,86 0,000""" 0.084
personnel
Sex Men 3.03 2.68 -0.35 10.77 0.000"~" 0.090
Women 3.32 2.85 -0.47 4.26 0.000""~ 0.150
Age ~26 3.02 2.65 -0.37 5.30 0.000"' 0.114
27-36 3.06 2.76 -0.30 4.96 0.000'"' 0.060
~37 3.02 2.69 -0.33 7.62 0.000~"" 0.079
Education Low 2.98 2.57 -0.41 7.17 0.000'"' 0.131
Middle 3.02 2.63 -0.39 8.48 0.000~~' 0.107
High 3.13 2.93 -0.20 3.23 0.001"" 0.031
Rank Private 3.15 2.63 -0.52 1.21 0.23s --
NCO 3.01 2.65 -0.36 7.89 O.OOOM'" 0.095
Officer 3.07 2.88 -0.19 3.46 0.001" 0.030
Civilian 3.26 2.61 -0.65 2.03 0.044" 0.019
Operational None 3.07 2.67 -0.41 8.31 O.OOOM"" 0.111
experience Once 3.02 2.72 -0.30 5.66 0.000"~~ 0.080
abroad Twice 2.98 2.68 -0.30 4.06 0.000~'~ 0.073
Three times 3.06 2.89 -0.17 0.63 0.532 --
Four times 3.02 2.55 -0.47 1.76 0.091 --
Five or more 2.80 2.96 0.16 N too N too small --
times small
Years of 0-4 years 3.10 2.69 -0.42 4.98 0.000"'" 0.120
employment 5-9 years 3.07 2.79 -0.28 3.69 0.000"' 0.062
within 10-14 years 3.04 2.80 -0.24 2.74 0.007~" 0.038
organisation 15- or more 3.00 2.66 -0.34 8.33 0.000"~ 0.090
Ethnicity No ethnic 3.03 2.66 -0.36 11.44 0.000"' 0.099
minority





5 The mean difference turned out not to be significant due to a low number of
privates in the first sample.
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Clearly, the overall attitude toward multiculturalism between army
personnel in 2000 compared to personnel in 2005 has decreased, with a mean
difference of 0.34. While the group mean at T~ is still above the scale's
midpoint, at Tz this has decreased and reflects an orientation between a
neutral and negative attitude.
With respect to the different subgroups it is worth mentioning that all but
two subgroups display a lower average in 2005 than five years before. The
two exceptions to this general pattern are army personnel who have been
deployed five times or more (no significant results) and personnel who can
be classified as ethnic minorities.
'Women', 'civilian employees' and 'privates' display the largest decline
regarding their MCA score over the past five years. However, statistic
significant results only apply for women and civilian employees. As for
women, the magnitude of the differences in means, using eta squared, was
rather large (0.15) according to commonly used guidelines (Cohen, 1988).
2.5 Conclusion and discussion
The present study has addressed several aspects of multicultural attitudes in
the Dutch Armed Forces and its complexity. It inevitably receives and needs
to receive thorough attention, in order to take accurate measures. From the
results it appeared that all three hypotheses are supported.
As to the first hypothesis, the overall attitude of defence persorulel reveals a
neutral attitude, somewhat inclined toward a'negative' multicultural
attitude. According to Williams and O'Reilly (1998), it is important to
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consider the societal context of the specific period in which research on
ethnic diversity has been conducted. From there, we can say that the societal
picture is indeed reflected. Since Berry and Kalin (1997) used similar scales
in their survey in the Canadian Forces, comparisons might seem obvious
here. Their results indicated, in general, that Force members are accepting of
cultural diversity. Nevertheless, since this has been conducted several years
ago and in a country that faces different diversity and migration issues,
prudence is called for when interpreting these differences. Yet overall, it
concerns a rather moderate 'negativé attitude of the Dutch defence
personnel, which can be construed according to Fiskés(2004) distinction
between subtle and blatant prejudice. In this context, we can speak of subtle
negative multicultural attitudes.
As for acculturation strategies, most defence employees aim for an
assimilation strategy concerning the public context. However, this
orientation is not reflected when asked about acculturation strategies in the
private context. Contextual dependence seems in order here, which is in line
with previous findings in acculturation studies (Andriessen 8z Phalet, 2002;
Berry et al., 1992; Navas et al., 2005).
Our second hypothesis has been divided into a part regarding the attitude
toward diversity policy programs and second, into a part on the subject of
the perceived effects of these measurements. Our results showed support for
both. The respondents were overtly supportive of the possible diversity
measurements that can be taken. Although less evident than the support
given to diversity programs, in general servicemen and civilian personnel
also have a positive perception of the effects that these programs will bring
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about. It seems that a resolute belief in government intervention aimed at
emancipation, equal rights and opportunities is still in order.
Our third hypothesis is partially supported. Army personnel in 2005 appear
to have a more negative attitude concerning multiculturalism than army
personnel in 2000. These findings correspond with Olivas-Lujan, Harzing
and McCoy (2004), who also found that some of the norms and values in the
USA had changed, according to them as a consequence of September 11~n.
However, we need to place these results in a broader context since these
changes are probably not only attributable to the terrorist threats as we
currently know them. A general anti-immigrant and anti-diversity tendency
in public opinion all around Europe was already discernable well before the
events of 2001 and later on (Coenders et al., 2003; Socio-Cultural Planning
Agency, 2004).
As for attitudes concerning diversity policy measurements and its effects,
these did not change significantly in those five years. Again this might be
explained from the angle discussed above. Irrespective of what happens in
and around the world and in our society, it seems that this does not exert
influence on the profound feeling Dutch people have toward equality,
emancipation and the power of policies and regulations.
When we review our results more specifically, ethnic minorities had on
average a more positive view about multiculturalism than did those with a
native Dutch background. This applies also to women, as they were also
more positively orientated. According to Miller and Moskos (1995) this is
explicable from the perspective that these groups tend to reject certain
stereotypes that majority group members hold, due to their social position in
society. With respect to the differences between native Dutch and ethnic
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minorities, our findings are also in line with results found by Arends-Tóth
and Van de Vijver (2003), who reported similar results between Dutch
natives and Turkish-Dutch. Nonetheless, it is striking to find that
acculturation strategies did not differ as such between ethnic minorities and
native Dutch.
As for generals, it is noteworthy that they were on average not very
supportive of multiculturalism. This finding should be demystified from
different angles. First of all, it would be conceivable that their attitudes
originated in a bygone era, in which common attitudes were still rather
negative in all layers of society. Besides this supposition, the results might be
clarified using the threat theory developed by Stephan and Stephan (1996),
in which different kind of threats are used as an explanatory factor for
outgroup anxiety. Although Stephan and Stephan discern three kinds of
threats, namely realistic threats, symbolic threats and intergroup anxiety, we
single out just one here. Since in this context, the dominant group (generals)
is not in open conflict with the subordinate group (ethnic cultural minorities)
and intergroup contact is low, it seems likely that the attitudes are based on
intergroup anxiety. It concerns the feelings of threat that are perceived due
to limited social interaction and little knowledge. Allport's contact theory
(1958) further accounts for this perceived anxiety. He states that contact will
engender sympathetic feelings and less negative stereotyping, which causes
greater tolerance for each other. Since only few ethnic minorities are
employed in the higher ranks, we can assume that generals -in general- have
only few contacts with ethnic minorities and are therefore less tolerant
toward this specific group. The contact theory is not effective
unconditionally, however. Although young and lower educated employees
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probably have more encounters with ethnic minorities, they also have a
rather negative perception of multiculturalism. According to Allport (1958,
p. 453) "contact in a hierarchical social system, or between people who
equally lack status [...], or contacts between individuals who perceive one
another as threats, are harmful rather than helpful". Since ethnic minorities
are overrepresented in the low educated- and low age categories within the
Dutch labour force (Dagevos 8z Bierings, 2005) and therefore have
objectionable characteristics, this seems to constitute a realistic threat and
sort of competition to these groups.
Apart from this, young and lower educated personnel who are 'negative'
toward multiculturalism, cause serious reason for consideration, since the
defence organisation has set itself the objective to rejuvenate its work force,
as the current composition of personnel is not optimal considering the tasks
and ambitions that are strived for. And furthermore, the rather `negative'
attitudes as such need to be considered since government serves an
exemplary function and has integrity as one of the spearheads of current
policy, in which discrimination is agitated against (Ministry of Defence,
2004). In conclusion, the so-called 'knowing doing gap' needs to be bridged,
as it is often the paradox between knowing and actually acting upon this
knowledge, which impedes an organisation to avoid the "smart talk trap"
(Pfeffer 8t Sutton, 1999).
Last, one of the major caveats from this study that needs to be mentioned is
the question whether or not the multicultural attitude when considering
different ethnic minority groups. It is not possible to derive such an answer
from our study, as we have asked for attitudes toward 'ethnic cultural
minorities' in general as a generic outgroup category. Previous studies have
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demonstrated that natives often think differently about various ethnic
groups and apply a certain hierarchy in their evaluation (Verkuyten,
Hagendoorn, 8z Masson, 1996). It appears that native Dutch -on average-
judge Moroccan Dutch the least positive, followed by Antillean Dutch
(Gijsberts, 2005). Turkish Dutch and Surinamese Dutch are considerably
more positively valued. Gijsberts (2005) supposes that this is directly related
to the negative news coverage of the first two ethnic groups. Nevertheless,
attitudes towards these groups appear to differ and this cannot be derived
from our findings.
This limitation also applies to groups with a specific religious background,
since just those most fearsome groupings at this time, are for the greater part
based upon religious motives (Soeters, Boughmari, 8~ Richardson, 2005).
This in turn, might eventuate in situations in which members of those
religious minority groupings are forced into unbearable positions as their
loyalty is questioned. This was the case with for instance James Yee, a young
Muslim chaplain in the American armed forces. He was an alleged A1 Qaeda
infiltrator, supposedly spying in the American forces while associating with
known terrorist sympathizers. Consequently, based on indistinct grounds he
was arrested, blindfolded, manacled and kept in solitary confinement for 76
days. It took the American army eight months before they dropped all their
criminal charges (Lelyveld, 2005). Critics say this specific case offers a scary
glimpse into the military anxiety that is brought about in a time of increasing
terrorism.
If our article has contributed to a general understanding of the difficult





Adler, N. J. (2002). International Dirnensions of Organizational Behavior (4th
ed.). Cincinnatti, OH: South-Westem.
Allport, G. W. (1958). The Nature of Prejudice. A comprehensive and penetrating
study of the origin and natureof prejudice. New York: Anchor Books.
Andeweg, R. B., 8t Irwin, G. A. (2005). Governance and Politics of the
Netherlands. New York: Palgrave MacMillan.
Andriessen, I., 8~ Phalet, K. (2002). Acculturation and school success: a study
among minority youth in the Netherlands. Intercultural Education,
13(1), 21-36.
Arends-Tóth, J., 8z Vijver, F. J. R. v. d. (2003). Multiculturalism and
acculturation: Views of Dutch and Turkish-Dutch. European Journal of
Social Psychology, 33, 249-266.
Ben-Shalom, U., 8z Horenczyk, G. (2003). Acculturation Orientations. A Facet
Theory Perspective on the Bidimensional Model. Journal of Cross-
Cultural Psychology, 34(2), 176-188.
Berry, J. W. (2004). Fundamental psychological processes in intercultural
relations. In D. Landis, J. M. Bennett 8t M. J. Bennett (Eds.), Handbook
of international training. Thousand Oaks, London, New Delhi: Sage
Publications.
Berry, J. W., 8z Kalin, R. (1995). Multicultural and Ethnic Attitudes in
Canada: An Overview of the 1991 National Survey. Canadian Jotirnal of
Behavioural Science, 27(3), 301-320.
78
Multiculturnl tensions in the military?
Berry, J. W., 8z Kalin, R. (1997). Diversity and Equity in the Canadian Forces.
Paper presented at the 2nd Biennial EO~EEO Research Symposium,
Cocoa Beach, Florida.
Berry, J. W., Poortinga, Y. H., Segall, M. H., 8z Daren, P. R. (1992). Cross-
Cultural Psychology. Research and Applicntions. Cambridge: Cambridge
University Press.
Bosman, F., Richardson, R., 8t Soeters, J. (2007). Multicultural tensions in the
military? Evidence from the Netherlands armed forces. International
Journal of Intercultural Relations, 31, 339-361.
Centraal Bureau voor de Statistiek (CBS). (2004). Allochtonen in Nederland
(Allochtonous in the Netherlands). Voorburg: CBS.
Coenders, M., Lubbers, M., 8z Scheepers, P. (2003). Majority Populations'
attitudes towards rnigrants and minorities. Report for the European
Monitoring Centre on Raeism and Xenophobia. (No. 2003~04~01).
Cox, T. H. (1993). Cultural Diversity in Organizations: Theory, Research ~
Practice. San Francisco: Berrett-Koehler Publishers.
Dagevos, J., 8z Bierings, H. (2005). Arbeid en Inkomen. (Labour and Income).
In JaarraportIntegratie 2005 (pp. 81-106). Den Haag: Sociaal Cultureel
Planbureau, Wetenschappelijk Onderzoek- en Documentatiecentrum,
Centraal Bureau voor de Statistiek.
Dansby, M. R., 8z Landis, D. (1991). Measuring equal opportunity climate in
the military environment. International Journal of Intercultural Relations,
15, 389-405.
Dansby, M. R., 8z Landis, D. (1998). Race, gender and representation index as
predictors of an equal opportunity climate in military organizations.
Military Psychology, 102, 87-105.
79
Uniformed Diversity
Douglas, M. (1973). Natural symbols. Explorations in cosrnology. London:
Penguin.
Emancipatie Brief. (1997). Beleidsbrief Emancipatie Defensie. Verder kijken
dan vandaag ( Policy Emancipation Defence. Looking beyond today).
Retrieved March 6, 2006, from
httpalw~ww.emancipatie.nll ducumentenlembltk~25~2~ï-}36InrOl.pdf
Enloe, C. H. (1980). Ethnic Soldiers. Athens: University of Georgia Press.
Fiske, S. T. (2004). Social Beings. A Core Motives Approach to Social Psychology.
Hoboken, NJ: Wiley 8z Sons.
Gijsberts, M. (2005). Opvattingen van autochtonen en allochtonen over de
multi-etnische samenleving. (Views of native Dutch and ethnic
minorities on the multi-ethnic society). In SCP, WODC 8z CBS (Eds.),
Jaarrapport Integratie 2005 ( Amiual Report Integration 2005) (pp. 189-
205). Den Haag, Voorburg: Centraal Cultureel Planbureau,
Wetenschappelijk Onderzoek- en Documentatiecentrum, Centraal
Bureau voor de Statistiek.
Knouse, S. B., 8t Dansby, M. R. (2000). Recent diversity research at the
Defense Equal Opportunity Mangement Institute (DEOMI): 1992-
1996. International Journal ofIntercultural Relations, 24, 203-225.
Lelyveld, J. (2005). The Strange Case of Chaplain Yee. The New York Review of
Books, LII, 8-14.
Lijphart, A. (1968). The politics of accommodation: Pluralism and democracy in the
Netherlands. Berkeley CA: University of California Press.
Miller, L. L., 8z Moskos, C. (1995). Humanitarians or Warriors?: Race,
Gender, and Combat Status in Operation Restore Hope. Armed Forces
~ Society, 21(4), 615-637.
80
Multicultural tensions in the military?
Navas, M., García, M. C., Sánchez, J., Rojas, A. J., Pumares, P., 8z Fernández,
J. S. (2005). Relative Acculturation Extended Model (RAEM): New
contributions with regard to the study of acculturation. International
Journal of Intercultural Relations, 29, 21-37.
Olivas-Luján, M. R., Harzing, A. W., 8z McCoy, S. (2004). September 11, 2001:
Two quasi-experiments on the influence of threats on cultural values
and cosmopolitanism. International Journal of Cross-cultural
Management, 4(2), 211-228.
Pfeffer, J., 8z Sutton, R. I. (1999). The KnowirTg-Doing Gap. Boston Ma: HBS
Press.
Pyszczynski, T., Solomon, S., 8z Greenberg, J. (2003). In the Wake of 9~11. The
Psychology of Terror. Washington DC: American Psychological
Association.
Selmeski, B. R. (2007). Indigenous integration into the Bolivian and
Ecuadorean armed forces. In J. Soeters 8z J. Van der Meulen (Eds.),
Cultural Diversity in the Armed Forces (pp. 48-63). London, New York:
Routledge.
Shadid, W. A. R., 8z Koningsveld, P. S. v. (1996). Dutch Political Views on the
Multicultural Society. In W. A. R. Shadid 8z P. S. v. Koningsveld
(Eds.), Muslims in the Margin. Political Responses to the Presence of Islam
irt Western Europe. Kampen: Pharos.
Socio-Cultural Planning Ageney. (2004). Sociaal Cultureel Rapport 2004 (Socio-
Cultural Report).
Soeters, J. (2005). Ethnic Conflict and Terrorism. The origins and Dynamics of
Civil Wars. London, New York: Routledge.
81
Uniformed Diversity
Soeters, J., Boughmari, A., 8z Richardson, R. (2005). Islam en de Nederlandse
Krijgsmacht (Islam and the Dutch armed forces). Militaire Spectator,
174(5), 228-237.
Soeters, J., 8z Van der Meulen, J. (Eds.). (2007). Cultural Diversity ín the Armed
Forces. An international comparison. London, New York: Routledge.
Stephan, W. G., 8z Stephan, C. W. (1996). Predicting Prejudice. International
Journal of Intercultural Relations, 20(3~4), 409-426.
Tajfel, H., 8s Turner, J. (1979). An Integrative Theory of Intergroup Conflict.
In W. G. Austin 8z S. Worchel (Eds.), The Social Psychology of Intergroup
relations (pp. 33-47). Belmont, California: Wadsworth Inc.
Thomas, R. R. (1991). Beyond Race and Gender. Llnleashing the power of your
total work force hy managing diversity. New York: Amacom.
Verkuyten, M., Hagendoorn, L., 8s Masson, K. (1996). The Ethnic Hierarchy
Among Majority and Minority Youth in The Netherlands. Journal of
Applied Social Psychology, 26(12), 1104-1118.
Williams, K. Y., 8z O'Reilly, C. A. I. (1998). Demography and diversity in
organizations. A review of 40 years of research. Research irr
Organizational Behavior, 20, 77-140.
Zick, A., Wagner, U., Van Dick, R., 8s Petzel, T. (2001). Acculturation and
Prejudice in Germany: Majority and Minority Perspectives. Journnl of
Social Issues, 57(3), 541-557.
82
Multicultural tensions in the militnry?
Appendices
Table A Demographics study T~ and Tz
Study Tl Study T2
Royal Army 2000 Royal Army 2005
N-508 N-848
VARIABLE CATEGORY PERCENTAGE PERCENTAGE
Sex Men 97 89
Women 3 11




37 and higher 41 61
Education Low~ 31 26
Middle"~ 44 48
High~~" 25 26
Years within 0-4 years 10 17
defence 5-9 years 20 14
organisation 10-14 years 22 11
15 or more 48 58
Rank Private 1 9
Non-commissioned 58 39
officer 40 25
Lieutenant or captain 1 27
Civilian
Operational None 45 43
experience Once 35 29
abroad Twice 16 17
Three times 2 6
Four times 1 3
Five or more times 0 2
Ethnic status Ethnic minority 5 8
No ethnic minority 95 92
~ Low - Grammar school and technical~domestic school
~~ Middle - High school~secondary education~schooling for non-commissioned
officer




Table B: Iterns for MCA, DPM and EDP scales
Multicultural Attitude Scale
1 It is best for the Netherlands if all people forget their different ethnic and
cultural back rounds as soon as ossible (reversed).
2 A society that has a variety of ethnic and cultural groups is more able to tackle
new roblems as the occur.
3 The unity of this country is weakend by people with a different ethnic
back round than the Dutch one, stickin to their wa s(reversed).
4 If ethnic cultural minorities want to keep their own culture they should keep it to
themselves (reversed).
5 A society that has a variety of ethnic or cultural groups has more problems with
national unity than societies with only one or two basic cultural groups
(reversed).
6 Dutch people should do more to learn about the customs and heritage of
different ethnic and cultural ou s in this coun
7 Immigrant parents must encourage their children to retain the culture and
traditions of their homeland.
8 Ethnic cultural minorities who come to the Netherlands should change their
behaviour and be more like native Dutch eo le (reversed).
9 I am uncomfortable in a room full of people from different cultures acting in a
different wa and s eakin with stron accents (reversed).
10 Ethnic cultural minorities should not push themselves to the forefront when that
is not wanted (reversed).
11 It makes me angry when I see recent immigrants on television demanding the
same ri hts as native Dutch citizens (reversed).
12 Ethnic cultural minorities who just moved to the Netherlands should have as
much say about the future of the Netherlands as people who were born and
raised here.
(deleted for further analysis)
It is a bad idea for eo le of different races to marr one another (reversed)
(deleted for further analysis)
Shared values are more important than differences in skin colour, in binding
eo le to ether as a nation.
(deleted for further analysis)
If em lo ers onl want to hire certain rou s of eo le, it is their business.
a-0.85
84
Multici~lh~rnl tensions in the rnilitnr-y?
DiUersity Policy Mensurements scnle
Mensuring the degree of agreernent with the uext policy iueasuremeuts:
1 Policy aimed to eliminate racism in areas such as recruiting, postings and
romotion.
2 Policy aimed to ensure equal access to jobs regardless of ethnic or racial
back round.
3 Policy aimed to ensure that defence units reflect the ethnic cultural diversity in
the Netherlands.
4 Poli aimed to hel ever one deal with ethnic cultural diversi .
5 Policy aimed to help ethnic cultural minorities to acquire knowledge and skills
the need to inte rate.
6 Poli aimed to eliminate racial discrimination throu h education and trainin .
7 Policy aimed to help supervisors improve their ability to deal with different
ethnic cultures.




Effects of Diversity Policy Measurements scale.
Measuring the perceíved effects of diversity policy measurements.
1 Such policy measurements will destroy our way of life (reversed).
2 Such policy measurements will give some groups more than their fair share
(reversed).
3 Such policy measurements will cause greater conflict between groups of
different ori in (reversed).
4 Such oli measurements will im rove the morale of the or anisation.
5 Such policy measurements will cause the defence organisation to lose important
parts of its identity, if more people from different backgrounds enrolled
(reversed).
6 Such policy measurements will lead to a loss of the identity of native Dutch
eo le (reversed).
7 Such policy measurements will lead to a weaker voice of native Dutch people
(reversed).
8 Such policy measurements will eliminate, to the maximum extent possible, any
policy practice that results in arbitrary barriers to the advance of promotion and
retention of all its members.
9 Such policy measurements will reduce the morale, atmosphere and cohesion
(reversed).
10 Such policy measurements will cause problems with retention and promotion
(reversed).
11 Such policy measurements will create reverse discrimination (reversed).
12 Such policy measurements will improve the capability of the defence
organisation to perform peacekeeping operations.
13 Such policy measurements will give an unfair advantage to ethnic minorities
(reversed).
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14 Such policy measurements will promote thinking in racial terms and even
romote racism itself (reversed).
(deleted for further analysis)
Such oli measurements will enrich our defence "culture."
(deleted for further analysis)
Such policy measurements will ensure that people from various cultural
back rounds have a sense of belon in to the defence or anisation.
(deleted for further analysis)
Such oli measurements will force native Dutch eo le to chan e too uickly.
(deleted for further analysis)
Such policy measurements will provide greater equality of opportunity for all
rou s in the defence or anisation.
(deleted for further analysis)
Such policy measurements will endorse a pro-active, purposeful recruiting
program, which includes attracting candidates from diverse ethno cultural
back rounds who meet all rescribed re uired standards.
(deleted for further analysis)
Such policy measurements will provide equitable opportunities to all serving
members, (regardless of their ethnic background) with regard to training and
develo ment to enhance their abilities.
(deleted for further analysis)
Such policy measurements will promote awareness, understanding and
acceptance of all ethno-cultural groups with a view to enhance their contribution
to the o erational effectiveness of the defence or anisation.
(deleted for further analysis)
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3 Being among the many or being among the few?
An ethnographic study on the diversity climate
in a training platoon
"It is tnid zvinter, early in the morning and bitterly cold. 1 am outside a small
village and surrounded by outstretched heath land and forested plains. Amidst of
this entourage, sizeable barracks are located, where the 13f" Mechanized Brigade of
the Dutch Royal Army is stationed. While entering this base, 1 catch sight of a
sculpture of a big-bellied rhino with the caption "Vigilans et Paratus," which means
as much as "Watchful and Prepared". Although this is emblematic for the rnilitary
base I am entering, it is also very rnuch characteristic of the way 1 feel zuhen I first
set foot in tltis site. Just like in the movies, troops mareh by whilst being shouted at
by an imposing instructor. His hollering indicates the beat at which the soldiers
need to rnarch and aids them how to keep time artd move synchronically. The noise
reverberates irtside of ine. For the next four motlths I will be spendirtg part of my
time - as a eivilian - at otte of the training platoons, with the intention to
ethnographieally portray life as a private in training, whilst endeavouring to
pinpoint the general multicultural attitudes and intergroup behaviour present in
this speeifie defence unit."
3.1 Introduction
In the previous chapter, multicultural attitudes in the Netherlands defence
organisation have been studied. The results indicated a slight negative
perception of multiculturalism in general, also referred to as a subtle
negative attitude. In particular, these attitudes were -not quite unexpectedly-
Uiiiformed Diz~ersity
more negative amongst young and lower-educated defence personnel.
Ironically, one might reckon, as just they are the ones most deployed to
countries in which cultural differences become even more salient and
cultural awareness and intercultural respect are most desirable. Surprising
were the results indicating a similar attitude amongst generals, the leaders
and top-management within the organisation. In relation to the results,
concerns were expressed, since the Netherlands defence organisation has set
itself the objective to rejuvenate its workforce. In addition, the results need
to be carefully considered, as the organisation serves an exemplary function
that strives for integrity and agitates against discrimination in current policy
(Ministry of Defence, 2004).
It goes without saying that (slightly) negative attitudes toward
multiculturalism are highly undesirable, perhaps even more so in an
organisation in which people also have to work in very diverse
environments and in very diverse teams, for instance a military
organisation. According to Soeters, Winslow and Weibull (2003, p. 238),
"military organizations [...] require their employees to perform their duties
without making any non-work-related distinction between (groups of)
people. Hence, military personnel have to be fundamentally
nondiscriminatory in their organizational behavior." Diversity and
intercultural management within today's armed forces is essential in order
to develop efficacious cooperation with ethnic minorities within own troops,
with other forces, ngo's and local population on the spot (Winslow et al.,
2003). In order to achieve this effectiveness, it is indispensable that
interethnic relations are solid.
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Obvious questions arising from the results from chapter 2 bear reference to
the degree in which these subtle negative attitudes reveal itself in actual
behaviour amongst defence personnel with another ethnic origin than the
Dutch one. Cooperation, group cohesion and interdependence are foremost
important in a workplace where lives are sometimes endangered.
Considering the specific position of the most negative multicultural
attitudes, this study will focus on an army training battalion, where civilian
youngsters are being recreated into becoming infallible service men and
women. This creation from one identity into another involves the complexity
of multiple social identities (e.g. ethnicity, serviceman, civilian, gender),
which play different roles during the military socialization process.
Previous research regarding perceptions and attitudes toward ethnic
minorities in general, as well as the previous study in this dissertation, has
mainly addressed attitudes by using quantitative measures. Large-scale
surveys were often conducted at secondary schools, at universities (Phalet et
al., 2000; Verkuyten 8z Thijs, 2002), or as in this study, within the defence
organisation. What is lacking are qualitative studies that involve the
relationship between specific multicultural attitudes and -views and actual
behaviour that emanate from these views. Hence, in this study, actual
intergroup dynamics ot the young army recruits will be studied
ethnographically.
The central question herewith is:
In what way do attitudes toward ethnie cultural n~~inorities manifest tllemselves
within an army training platoon, where mostly young and lower educated recruits
are being transformed into serviee (wo)men?
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This question results into subquestions such as:
How do minority and majority group members in a training platoon relate to one
artother? Are negative multicultural views perceptible and reflected in their
interactioii wíth other ethnic groups in tlie training platoons? And, which iderttities
predorninate when superordinate and subordinate identities interchangeahly
interact?
In order to reach answers to these questions, I will first outline some theories
that involve the paramount approaches toward dealing with ethnic cultural
diversity, the importance of superordinate and subordinate identities,
uneven numerical distributions within groups, and the specific context in
which the present study is set. Additionally, I will focus on what
ethnographic methodology entails in understanding these dynamics,
followed by the relation between the researcher and the researched. Last, the
results, conclusion and discussion will conclude this chapter.
3.2 A framework for studying majorities and minorities in a training
platoon
Current literature on the specific subject of ethnic minorities and reducing
negative outgroup attitudes distinguishes fundamentally different
perspectives from which one can reason and behave ideologically from the
perspective of the dominant group. Their norms and values are the most
important frames of reference. On the one hand, assimilationists propose that
the existence of social categories should be marginalized, promoting
intergroup similarity, since preserving and reinforcing ethnic boundaries
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supposedly increases separatism. In part, this is in line with the colour-blind
approach, which proposes that social categories should indeed be
marginalized, indicating that every individual should be treated equally
(Lipset, 1996). Likewise, this aspiration for intergroup similarity can be
linked together with Byrne's (1971) similarity-attraction hypothesis, which
presupposes that one is more likely to be attracted to someone with similar
characteristics. On the other hand, the multicultural approach can be seen as
an ideological method which states that differences between ethnic groups
should be acknowledged. By doing this, cultural heritages are being
recognized, valued and celebrated. 4Vhen individuals feel that their cultural
identity is being accepted and acknowledged, they are more tolerant toward
other cultures (Berry et al., 1992). Multiple studies have been carried out
regarding these approaches, trying to find endorsement for either one. In the
present study, these generic approaches will be considered at the individual
behavioural level also.
3.2.1 Group attitudes and behaviour
Studying specific attitudes that manifest into behaUiour first requires a clear
distinction between these two concepts. Fishbein and Ajzen (1975, p. 6) have
extensively outlined theories on this subject as such and define an attitude as
"a learned predisposition to respond in a consistently favourable or
unfavourable manner with respect to a given object." There is a close
correspondence between the manner in which one behaves toward an object
and the underlying beliefs, intentions and attitudes towards this object,
which may be either favourable or unfavourable. This makes behaviour a
manifestation of specific attitudes and involves actually observed and
reported acts, in this context vis-à-vis ethnic minorities.
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Obviously, the definition of a group cannot be passed over here. According
to Tajfel and Turner (1986, p. 15) it is merely "a collection of individuals who
perceive themselves to be members of the same social category, share some
emotional involvement in this common definition of themselves and achieve
some degree of social consensus about the evaluation of their group and of
their membership in it."
3.2.2 Social identities
Different identities are of importance in this study, as it concerns a variety of
social identities that interact interchangeably and may eventuate in a field of
tension. With respect to group identities, Sherif and Sherif (1979, p. 9)
defined intergroup behaviour as behaviour that "occurs when an individual
behaves toward another group in terms of his reference group ties." Hence,
functional (intergroup) relations constitute the appropriate frame of
reference. Different subgroups within a training battalion imply different
social categorizations, such as ethnic minorities, majority group recruits and
being part of a Dutch army platoon. These identities can be subsumed
respectively as subordinate and superordinate categories too.
Tafjel and Turner (1986) developed the widely known social identity theory,
based on categorization, identification and comparison. They assume that
individuals aim for (a maintenance of) a positive social identity, which can
be achieved by favourable comparisons between ingroups and outgroups.
The theory states that a low status renders into a low self-esteem, which in
turn exacerbates the need for a positive social identity by the ingroup. This
positive perception is attained by discerning oneself favourably in relation to
the outgroup. Even the "mere awareness of the presence of an outgroup is
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sufficient to provoke intergroup competitive or discriminatory responses on
the part of the ingroup" (Tajfel 8s Turner, 1986, p. 13).
In connection with the social identity theory developed by Tajfel and Turner
(1986), Gaertner and Dovidio (2000) have defined the Common Ingroup
Identity Model. The idea of this model lies within the notion that outgroup
members simply need to become ingroup members in order to recreate an
inclusive social identity within one group. In fact group boundaries are
being marginalized, in conformance with the assimilationists' approach,
which promotes intergroup similarity. Shifting these memberships will lead
to cognitive and motivational forces that become redirected to improve
attitudes toward "newcomers". According to this model, superordinate
memberships or shared factors between subgroups need to be emphasized
in order to achieve common ingroup identity. Connectedly, Homsey and
Hogg (2000) underline the importance of the value judgment given to the
subgroup identity as well as the superordinate identity. Nonetheless, they
argue that if intergroup bias is to be reduced, one needs to invoke a
superordinate identity, however, in accordance with the preservation and
acknowledgment of subgroup boundaries. In essence this is analogue to the
concept of multiculturalism, as it is support for maintenance of cultural
heritage together with accentuating a superordinate national identity that
reveal greater tolerance among ethnic groups.
In conclusion, and beyond any dispute, diverse groups at least influences
group identity and cohesion, probably since identifying with a diverse




3.2.3 The significance of numbers
Diversity in groups goes hand in hand with disproportionate numbers.
Small numbers simply attract attention, as they catch the eye. Rosabeth Moss
Kanter (1977) has extensively described the importance of relative numbers
when people are socially different. Although she initially refers to the
fractional number of women in organisations, the theory she eventually
explicates goes beyond this distinction. "The same pressures and processes
can occur around people of any social category who find themselves few of
their kind among others of a different social type" (Kanter, 1977, p. 240).
Critics of Kanter's theory argue that her theory only applies for members of
social categories who are relatively of lower status than the majority
category. In relation to ethnic cultural diversity, two social categories can be
distinguished, namely, majority group members and ethnic cultural
minority group members. As it concerns the 'lower status' category as a
minority in the present study, the theory seems applicable here. The
proportion of minority and majority categories eventuates in four
typifications for groups as graphically indicated in Figure 3.1.
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Figure 3.1 Group types as defined by proportional representatiorr of two social categories in
the memhership
Urriforrn groups are entirely homogeneous with only one kind of person, all
socially alike. Skewed groups on the other hand, are groups in which one type
has an ascendancy over the other. The group and culture are in the main
controlled by the dominants. The 'few' in this group are labelled tokens or
solos, and "they are often treated as representatives of their category, as
symbols rather than individuals" (Kanter, 1977, p. 208). Next, tilted groups
display dominants who become 'merely' majorities and tokens who turn
into a minority. Since the number of minorities increases, they have potential
'partisans' among each other and they can become more powerful exerting
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influence on the group. Last, balanced groups are defined when the two social
categories approximate an equal distribution. When this happens, outcomes
will depend more on structural and personal factors than on numerical
distributions. The figure shows that a similar differentiation occurs at the
other side of the diagonal, however, no attention will be paid to this side, as
it is still disputed whether or not tokenism applies for dominant group
members also.
It is the skewed type that requires additional attention here. The
phenomenon, referred to as tokenism, is associated with three perceptual
tendencies: visibility, contrast, and assimilation. First of all, in the case of for
instance a nine-to-one ratio, one might fail to notice tokens. However, when
noticed, they will receive more attention than the dominant group. This may
be both in a positive way as well as in a negative way. Second, the
perceptual tendency of contrast leads to an increasing self-consciousness of
the numerically dominant group. Owing to contrasting characteristics,
members of the dominant group will become more self-conscious,
something that most likely does not occur in completely uniform groups.
According to Kanter (Kanter, 1977, p. 211) "they try to keep the token
slightly outside, to offer a boundary for the dominants." This is also referred
to as boundary heightening. Since group differences are emphasized,
uncertainties among dominants are generated about how to behave towards
tokens. The last perceptual tendency is assimilation, somewhat differently
explained by Kanter than the way in which it has been explicated in the
previous chapter according to Berry (2004). According to Kanter, this means
as much as stereotyping a token's social type. This renders support for both
the dominant group and the token. The dominant group distorts
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characteristics of the token in order to suit the generalization. In this way,
the dominants' uncertainties and anxiety are reduced. Conversely, tokens
can "find an instant identity by conforming to the preexisting stereotypes"
(Kanter, 1977, p. 211).
In conclusion, the token becomes a representative of the category he or she
belongs to. In Kanter's study, women were often treated as symbols rather
than individuals and became public creatures, from which all is known.
Therefore, when one makes a mistake, this is instantly known by all others
in the organisation. Being visible in such a way loads "all of their acts with
extra symbolic consequences and gives them the burden of representing
their category, not just themselves" (Kanter, 1977, p. 214).
A study conducted by Yoder, Adams, and Prince (1983) indicated that
tokens at US Military Academy West Point experienced the same processes
of visibility, contrast, and assimilation, nonetheless, with regard to women
as tokens. The findings suggested that military uniforms did not completely
integrate women into the forces, as they were still highly visible and
performance pressures were often experienced. Besides, because of being
women in an environment as such, the female cadets learned to avoid
appearances of 'dating' or actual dating, which caused them to be isolated
from the informal social network. Uncertainties by the dominant group to
deal with these women contributed to this isolation.
It needs to be mentioned here though, that there are also (few) positive
consequences that may emanate from tokenism. Kanter (1977) makes
mention of the psychological individual side-effects, namely the self-esteem
that accrues when one is able to set foot in a totally dissentient environment.
Analogous to this effect, Yoder, Adams, and Prince (1983) speak about a
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more collective consequence, that is, that tokens break new ground for all of
those who are thinking about entering the same majority dominated
environment.
Early and Mosakowski (2000) also studied numerical distributions in
organisations, however, they argue that just those highly homogenous
groups (e.g. 9:1) as well as highly heterogeneous (e.g. 2:2:2:2:2) groups
outperform those that are moderately heterogeneous. According to the
authors, conflicts, communication problems, and team identity issues are
more likely to occur within moderately heterogeneous groups.
3.2.4 Established and outsiders relations
Elias and Scotson (1994) extensively studied established- and outsider
relations in a suburban community, discerning 'old' and 'new' families in
the neighbourhood and referring to feelings of superiority and inferiority
respectively. T'hey indicate that the distinction between "oldness" ascends
this sociological configuration: it includes racial, ethnic and class relations
also, as attention is usually first paid to differences. Although different
classifications of problems are made in different contexts, the underlying
basic problems are often not very dissimilar from one another. Ultimately
Elias and Scotson (1994) conclude that the social and numerical distinction
may bring about ethnocentrism and prejudice among the majority group.
The minority group, on the other hand, may perceive feelings of anxiety and
inferiority. "In all these cases the newcomers are bent on improving their
position and the established groups are bent on maintaining theirs" (Elias 8z
Scotson, 1994, p. 158).
This, together with the fact that minorities perceive their ethnic identity as
more important in their self-concept than their majority group
102
Being am~ng the rnany or being among the few?
contemporaries (Verkuyten, 1990) makes one wonder how these two
subgroups relate to one another in a group at large. Is a different ethnic
identity something that impedes the group from being a group, or does it
have no impact at all?
3.2.5 Military institutions
Studying intergroup diversity dynamics of young soldiers-to-be requires a
reflection on the setting in which this all takes place. Lang (1965) has listed
specific aspects of military organisations. First of all, there is life in uniform as
cornrnunal life. A military culture demands an unconditional commitment
from their personnel "The milieu of the military organisation differs most
clearly from that of the "civilian" occupation in the degree to which
organisational control extends to many phases of personal life normally left
untouched" (Lang, 1965, p. 848; Soeters, 2000). Secondly, the authoritarian
ideology is different from any other civilian organisation. The hierarchy is
related to the bureaucratic way of life in which the coercive orientation and
power distance is relatively large (Soeters et al., 2003). Lastly, also central in
military organisations is the introduction of discipline and control. Rules,
orders, and authority are postulated in the hierarchical structure of the
organisation by means of a downward flow of directive. In coherence with
this downward flow of directives is the upward flow of information, which
in turn eventuates in an overview at large.
The armed forces are not easily accessible for research, something which is
characteristic for a"total" institution, a concept developed by Goffman
(1977). Moelker and Richardson (2002) have described the military
socialization process at the Dutch Royal Military Academy in accordance
with Goffman's theory on total institutions, stating that the process is much
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more intense than many other civilian organisations, due to larger cultural
differences and different organisational goals. The concept of a total
institution refers to an institution in which its residents part from their daily
environment and often get unavoidably involved in a process called
mortification. Although the Netherlands armed forces and the concept of
total institutions are not one and the same, there are some features they
share. This can, first of all, be ascribed to the barriers between the institution
and the outside world. The recruits are disposed of the social roles they have
in the civilian world and must adopt their new military roles. Entering the
institution brings along certain entrance procedures, which vary from
disposal of personal belongings and handing out similar clothes to wear to
having an identity code ascribed and instructions about the rules that should
be obeyed. This social dissolution by specific entrance procedures should
clarify the position of the newcomers.
Some procedures in total institutions are intended to humiliate the residents.
Identity traits fade away and the resident's place in the organisation
becomes clearly perceptible. Authority is based on residents' multiple
behaviours that occur continuously and can be judged all the time, such as
the correct way of dressing, speaking, and behaving (Goffman 8z Jong-de
Jonge, 1977). The reasons for mortification as such differ per institution. In
this context, the rationalization is that it improves their functioning as
service men (or women). Nevertheless, adaptation to these processes does
not come naturally and coping tactics vary. The first tactic relates to
withdrawal from one's own situation, in the course of which the resident
extracts his or her attention, except for occurrences in the direct
environment. As a second tactic, one might challenge the institution by
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overtly refusing to obey the authorities. Irreconcilability and high individual
morality have the upper hand when this tactic is applied. Third, colonizatiori
indicates a specified part of the outside world that is presented by the
institution as if it were a whole, and in turn, fully accepted by the residents.
The institution is continuously compared with the outside world and
accordingly evaluated as the more pleasant one of the two. The fourth
coping tactíc that can be applied is conversion. This means completely
assimilating to the new order, distancing oneself from onés own conduct,
and simultaneously adopting the view that is preferred by the authorities.
On that account, one attempts to perform as an impeccable resident. Last,
when one remains rather insensitive to the institution's intrusion, this tactic
is called immunization.
Lastly, the masculine culture of the military enters into the contextual
constituents of the present study. Being and becoming a serviceman is still
often regarded as a typical male profession. Looking at the number of
women within the Netherlands defence organisation supports this
supposition, as the percentage of women in the armed forces was only 9.50~0
in 2005 and has been stagnating the last three years (Richardson et al., 2007).
Much is done about the recruitment and retention of more women within
the organisation~. Nonetheless, this does not alter the fact that the culture
remains predominantly masculine. In particular in the basic training
program, boys (and girls) simply need to become men.
6 General Equal Treatment Act, 1994; Working Conditions Act; policy objective to
recruit 300~o female personnel in 2010; foundation Defence Women's Network.
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Withworth (2004) describes the military socialization process as one, in
which young men are continuously faced with the myths of manhood.
Attributes such as masculinity, discipline, and toughness are paramount.
Accordingly, initiation rites and hazing may be part of the socialization
process (Winslow, 1999). These are processes in which the recruits prove
their readiness to participate in order to gain peer acceptance and bonding
regardless of their personal expense.
According to Whitworth (2004, p. 161), basic military training helps to
nurture the transformation and was formerly "most effectively
accomplished through the denigration of everything marked by difference".
Whitworth (2004) and Nagel (1998) attribute this to the tenacity of holding
on to "the self" and therefore simultaneously constructing "the other."
This 'self-image' would then be interpreted as male, white, and heterosexual
features connoting a masculine identity, and outnumber their opposites in
force. Although literature then appears to denote certain authoritarian
behaviour from this masculine man towards all that is strange, including
other (ethnic) cultures, the present study attempts to reveal the veracity in a
Dutch army training battalion.
3.2.6 Previous studies in military institutions
Hockey (1986) has elaborately described the organisational socialization
during the basic training of military service recruits in the first sociological
ethnography of an operational army unit ever. In this study, he reflected
upon the British Army and its private soldiers and focused on the subculture
of soldiers from initial recruítment onwards. Routines, experiences and
everyday lives were outlined elaborately in order to demonstrate the balance
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between behaviour in conformity with organisational demands and
behaviour that is conflicting with just those demands. According to Hockey
(1986), this basic training closely fits the concept of a'total institution'
described by Goffman (1977) as the young recruits endure a process of role
dispossession or 'role stripping procedures' during the initial phase of their
basic training. The physical appearance of the recruits is changed and
privacy becomes a rare commodity and is restricted by those higher in
command. Next, they enter a phase of adaptation and adjustment in which
effectiveness (or inadequate performance), loyalty, and new self images are
attained.
Thomas Ricks (1997) has also ethnographically studied a(training) platoon,
however, within the US Marine Corps, which is often said to be very distinct
from other military services. According to Ricks, Marines are their culture,
whilst other services are defined by their jobs. Moreover, their training is
primarily designed to indoctrinate new recruits into the culture rather than
to develop basic military skills and they are even more alienated from
society at large. Nonetheless, the observations he made were sometimes in
essence rather similar to those previously made by Hockey (1986) and refer
to processes such as disorientation, forming, brotherhood, and the
experiences of shock when returning in civilian society, also in line with the
suppositions made by Goffman (1977) regarding total institutions.
The works from Hockey (1986), Ricks (1997) or that of Thomas and
Anderson (1998), who quantitatively studied newcomers' expectations of
the British army, extensively outlined military socialization procedures;
however, in contrast with this study, they did not elaborate on any specific
diversity-related issues. Yet, Moskos and Butler (1996) did focus upon this
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subject and extensively described the US Army and its diverse composition.
They came to the conclusion that it is one of the few institutions in which
whites are actually bullied around by blacks and accept this willingly as a
matter of fact. According to the authors, the US Army is probably the
institution which has given Afro-Americans more equal opportunity than
any other American institution and in which racial integration has even been
actualized. Connectedly, they have formulated a dozen Army lessons in
order to transfer the Army's successes to non-military settings. Nevertheless,
they do not deny race-related incidents to occur within the army.
As for the Dutch context, two relevant studies have been conducted
considering this subject. Choenni (1995) studied the integration of Dutch-
Surinamese within the Dutch armed forces. He found that the integration
climate had serious shortcomings. Due to their visibility and the numerical
subordination, Dutch-Surinamese often were tokens, experiencing more
vulnerability. Additionally, specific attention for diversity in general, was
considered to be in contrast with the uniformity that the organisation strives
for.
Liora Sion (2004) wrote a piece of work in which she described, amongst
other things, the dynamics of minority groups within two different army
units: an artillery battery and an infantry company. In doing this, she
studied ethnic minority groups as well as women within their natural
surroundings and analyzed their experiences and the degree of social
acceptance. Her conclusions relate very much to the social acceptance levels
that are visible in society at large. In Sion's study, Moluccans and Indo-
European service men are by far the most accepted, followed by
Surinamese-Dutch and those from the Dutch Antilles. Turkish and
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Moroccan soldiers were both viewed as "outsiders", however, the latter
were perceived as more problematic Clearly, an ethnic hierarchy was visible
within perceptions of the units studied, something which is indeed in line
with Dutch society (Gijsberts, 2005).
According to Sion (2004; 2007), ethnic tensions only became visible when the
small groups lived together during their deployment. Bitterness and
frustration only then surfaced, when tensions mounted between majority
groupings and minority soldiers with a conservative Muslim background.
This expressed itself in ethnic jokes and separation while off the job, even
across ranks. However, it appeared that the ethnic tensions differed between
the observed units. According to Sion, this was to a large extent attributable
to the nature of the units. She ascribes this to the cohesiveness of the infantry
company, which induced ethnic soldiers to remain at least ostensibly part of
the group in contrast to the artillery battery, which experienced less social
solidarity.
Thus, miscellaneous identities seem to be of relevance in this present study.
Ethnic identities, group identities, subordinate, and superordinate identities
constituting the awareness of being in a similar predicament, all together
exert influence on actual behaviour toward ethnic minorities in this
particular context. To what extent each type of identity plays a part here will




3.3.1 An ethnographic a}~proach for studying diversit~issues
The object of this study is to display group dynamics and the behaviour of
majority and minority members, by using an ethnographic approach.
Ethnographic and anthropological studies previously captured for the
greater part non-modern societies. The so-called 'field-work' often took
place among indigenous people or in rural communities in the course of
which narratives on interacting, conversing and participating within their
social worlds, shaped the initial reflections of field experience, eventually
resulting into the actual ethnography. However, "ethnography is not a static
genre" (Atkinson, 1990, p. 5). The range of topics has always been very
diverse and nowadays the conventional ethnography has, in part, made way
for ethnographies in the new world of organisational settings (Gellner 8z
Hirsch, 2001).
Motives in opting for an ethnographic approach here, relate to the setting in
which this study took place. The military context is not one that can easily be
disturbed for any other than military purposes. Observations and interviews
(both informal as well as formal) render least interference and
simultaneously rich descriptions of the actual interactions and intergroup
dynamics that take place, approaching a resemblance of the way the people
under study, make sense of the world (Hammersley 8z Atkinson, 1989).
Although in essence, ethnography means as much as a study conducted by a
single investigator living with and like those who are studied for a lengthy
period of time (Van Maanen, 1995), the present study was carried out in a
non-participating manner. Due to limitations in terms of resources such as
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time and complex organisational arrangements, as well as ethical and
personal considerations, I have not opted for full participation. Although
perhaps this would have rendered a deeper understanding, it was difficult
to find a way in which these considerations could be overcome.
Unstructured observations were central during the study. Multiple brief
periods were spent in the social world of those studied, in which as many
informal conversations as possible were conducted. Sometimes fieldwork
and formal interviews blurred. Subsequently, actual indications of number
of times and duration of conversations are sometimes hard to specify,
however, an attempt can be found below.
Table 3.1 Attendance field
Activity ~ Lesson Number of times Estimated time in hours
Call u da s 2 14
Milita ethics 4 8
S orts ractice 2 4
Practical training days ~
Bivouacs
5 50
Grou evaluations 3 6
Mental trainin 2 10
Parents' da 1 6
Lunch ~ Dinners 10 10










This study is aimed at testing just those multicultural views and attitudes
that have been found in the previous chapter and to validate or invalidate
those findings in action. Furthermore, ethnic díversity is a subject that often
elicits a socially desirable answer, as not everyone is willing to nail one's
colours to the mast. It needs to be added that the researcher "[...] cannot'tell
it as it is'. The best one can do [...] is to present an interpretation or reality to
the reader, one which has itself gone through a highly personal and
idiosyncratic interpretation in its conversion from the raw material of
human experience to sociological knowledge" (Hockey, 1986, p. 5). Cultural
relativism is a methodological rule-of-thumb in attempting to objectively
understand other societies or cultural dynamics and is defined as "the
doctrine that societies or cultures are qualitatively different and have their
own unique inner logic, and that it is therefore scientifically absurd to rank
them on a scale" (Eriksen, 1995, p. 7).
3.3.2 Participants
From the previous study on multicultural attitudes (chapter 2), it appeared
that mostly young defence employees, and soldiers~privates were slightly
negatively orientated toward multiculturalism. This is exactly the reason
why a more narrow focus has been placed on this target group, which is
located at the so-called training battalions. As servicemen move through a
number of functions, units, locations, and even countries in the course of
their military career, this is one of the early stages where they are 'shaped'
and 'moulded' to become a paragon of a defender of our nation. After the
four-month training, the recruits will separate and each pursue their own
military ambitions and tasks.
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At this point in time, the Royal Netherlands Army has three Initial Training
Centres, the Northern, Central, and Southem Centre'. This study has been
conducted at the Southern Initial Training Centre, which accommodates two
companies (Alpha and Bravo) with approximately four to six platoons each.
Consequently, I found myself being introduced to the second platoon of the
Bravo Company. This decision was made by the battalion's commander,
because he would receive its new batch shortly after. This batch was divided
into four groups, Alpha, Bravo, Charlie and Delta, of which 1 observed only
those groups with ethnic minorities present in their composition (Bravo and
Charlie).
The total number of recruits in the second platoon at the start of the training,
came down to approximately fifty eight, of which five boys and one girl
fitted the definition of ethnic minorities8.
This definition is derived from the Samen Act9. They were of Iranian,
Surinamese, Sri Lankan, and Antillean descent. Relatively, this comes down
to l00~0, more than the actual number of ethnic minorities in the total defence
population, namely, 7.60~0 (in 2003). These ethnic minorities were distributed
over two groups (Bravo and Charlie), which were the subjects of this study.
' A reorganization is about to take place (2006-2007), which will bring this number of
training battalions back to two.
~ An ethnic minority is defined by the Wet Samen as a person bom in Turkey,
Morocco, Surinam, Netherlands Antilles, Aruba, former Yugoslavia, or other
countries in South- or Central America, Africa or Asia -with the exception of Japan
and the former Dutch East Indies. Second, the definition indudes those people who
can be found in the register, referred to as in article 1 of de Wet-Rietkerk-payment
and third, the children of the people denominated above also belong to 'ethnic
minorities' according to this definition.
9 This is a law that formerly commítted every Dutch government department to
accelerate the recruitment of ethnic minority groups in their workforce. Although not




However, during the further course of the training, two of these boys
dropped out. The Dutch-Iranian boy was transferred to the remedial
platoon, due to injuries; one of the Dutch-Surinamese boys ended his
training because of a family bereavement in Surinam. Although two more
recruits were of Indonesian descent, these are not considered part of the
minority group since they are not regarded as 'ethnic minorities' according
to the Samen Act. Moreover, Indo-Europeans are highly integrated in the
Dutch Armed Forces, owing to their history in the KNIL, the Dutch Indies
military (Sion, 2004) and the longer period of time present in the Dutch
armed forces.
The new recruits were educated as well as uneducated boys, some
craftsmen, some production employees, some secondary education certified
boys and girls who could not find a job within their specific field and others
who had family members or acquaintances within the armed forces. Ages
ranged from seventeen to twenty-seven years old; however, most of them
were seventeen or eighteen years old. T'he only four girls that registered
were part of the Charlie group and therefore coincidentally part of the
present study. In the military environment, majority group members are the
many, and ethnic minorities and women are the few. Nevertheless, they
were all about to become part of the second Platoon of Bravo Company.
The cadre consisted of one platoon commander, a lieutenant together with
his replacement, a sergeant-major, both in charge of the platoon and
supported by eight non-commissioned officers, all sergeants, two in charge
of one group. There was one female sergeant, the others were all men and all
of them were in the age of twenty five to mid-thirties and majority group
members.
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When entering the field the cadre members of both companies were notified
by the commander of the battalion and me about the exact research
purposes. This way of overt research might have influenced their behaviour
when having me present. Unfortunately, this could not be forestalled in
acquiring access to the field. However, the recruits have never been fully
aware of my purposes. They were supposedly part of a study on `group
dynamics.' Because the nature of attitudes and behaviour towards ethnic
minorities is hard to capture, it is likely that one observes more when
covertness is strived for. Lugosi (2006) argued that although covert research is
much debated as it is often regarded ethically problematic, the contextual
nature of ethnographic fieldwork sometimes simply requires concealment.
Nevertheless, this study has not been conducted completely concealed as
they all knew about my ethnographic intent.
3.3.3 Field entrance and point of entrX
An ethnographic research method entails concomitants: the military
institution is not one in which an outsider can easily integrate. First of all, it
is a hierarchical masculine world and often based upon an old-boys network
in which a researcher's entrance is not easily to generate just like that. On
account of a lieutenant-colonel~o, at that time employed at the Netherlands
Defence Academy, I found an entrance at the southern unit, because he was
familiar with the current commander there.
'o Lieutenant-colonel Tanercan briefly worked at the Netherlands Defence Academy
and had formerly been stationed as a battalion commander at the Northern Initial
Training Centre. To a large extent, it is his effort that accomplished the field entrance.
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After some correspondence and an introductory talk with the battalion
commander, cooperation from their part was assured. However, although
both the company and platoon commander were obliged to cooperate as it
was ordered to them, I still felt the necessity to convince them of my
intentions in order to find them motivated to contribute to the study.
Additionally, I had to introduce myself and my study in a presentation to
the entire cadre of the training centre during a formal informative afternoon.
As for the entrance with the recruits, one of the non-commissioned officers
introduced me during their second day in the training, as 'a researcher
studying group dynamics, who will attend the training regularly.'
In addition, the researcher's personal characteristics determine the ways in
which the members of the culture are interpreted and perceived. I could not
be any more different than I was in this specific setting: different from the
military stars and stripes, different from the masculine dominion, and
different from the average age within the green cadre ranks. Hence, it may
have helped or hindered the actual fieldwork and interpretations (Dewalt 8z
Dewalt, 2002). In fact, "the anthropologist him- or herself is the most
important 'scientific instrument' used, investing a great deal of his or her
own personality in the process" (Eriksen, 1995, p. 26). Therefore, personal
characteristics that exerted influence on the study will be addressed prior to
discussing the results.
3.3.4 Analysis of data
The use of ethnography for scientific purposes has much been debated as
critics wondered "just how personal experience could serve as the basis for a
real, bonafide scientific study of culture" (Van Maanen, 1995, p. 9).
According to Kirk and Miller (1986, p. 11) "the way we perceive and
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understand that world [of empirical reality] is largely up to us, but the world
does not tolerate all understandings of it equally." In this respect, the
structural procedures for analysis have been strived for in order to establish
reliability. When observing the basic training of the young recruits, no
distinct variables or concepts had been formulated beforehand in order to
avoid biased observations. Kenneth Burke (1954) observed years ago that a
way of "seeing" is always a way of "not seeing." Since the researcher's
perspective might enrich onés understanding, confessional tales have been
enclosed. They are not always relevant to the particular subject of the study,
but bring another dimension to the findings, as they elaborate on self-
explanatory and self-sealing accounts of the author (Van Maanen, 1988,
1995) and put researcher-researched dilemmas into perspective. These tales
have been enclosed in frames.
The final conceptual framework was designed with hindsight. The field
notes that were drawn up during observations and informal interviews were
elaborated and enriched on the same day, or a day after, which resulted in
one large textual data set. Concepts and labels were formulated (sometimes
arising spontaneously), such as for instance: esprit de corps, intra- and
intergroup tensions, self-image, disidentification, performance pressures,
symbols representatives. These were in turn ascribed to the entire dataset
per text fragment. In addition, nine of the recruits were interviewed formally
on the very last day of the fieldwork. These semi-structured open-ended
interviews were digitally recorded and transcribed in full. These were
placed in meta-matrices to conveniently arrange statements related to the
concepts. The columns represent the respondents interviewed; the rows
represent the concepts given to the text fragments; the cells are the opiruons
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and statements given by the respondents with respect to the labels (Miles 8z
Huberman, 1994). These matrices include all relevant data.
Vigilance for negative personality traits seems to be automatic among
people. Therefore people and perhaps researchers in particular, are inclined
to search for and observe negative elements in the data. Hence, prudence
has been called for in interpreting the observations, since people are more
sensitive to bad behaviour and negative traits than they are to positive and
fetching behaviour ( Pratto 8z John, 1991). This has been taken into account
both during the data collection as well as during the data analysis. In this
context, Atkinson (Atkinson, 1990, p. 7) makes mention of the fact that there
is no possibility of making a'neutral' text. "The text [...] is just as much an
artefact of convention and contrivance as is any other cultural product." It is
based upon a bundle of cultural codes and customs of which the researcher
needs to be aware. Therefore rhetorical forms and features need to
contribute to the ethnographic work in order to attain a self-reflective
product.
As for the representation of the findings, relevant citations have been singled
out. These excerpts have been subdivided into smaller textual fragments.
Additionally, these sections have been numbered in order to indicate the
specific location of certain interpretations made by the researcher.
3.4 The researcher - researched
There are multiple realities when describing results. Gunaratnam (2003) has
written about the multiple social relations between 'the researcher' and 'the
researched' in most research settings. She focused on research on race and
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ethnicity in particular. One can be part of the dominant group in one
situation but a complete "other" in other situations, which can result into
different dilemmas. It appears that in this context, this study has mainly
produced "otherness" for the researcher. This otherness will be reviewed
below, followed by the results regarding the observations.
3.4.1 Being civilian
Although being 'civilian' has become a natural turn of phrase for non-
servicemen within the defence organisation, it actually astonishes many
people who are not familiar with military settings when they first hear this
wording. This was, in fact, consciousness raising on my part. However,
when surrounded by only service men, wearing their green battle dress,
'being civiliari becomes blatantly obvious. Even more when new recruits are
still labelled as "blue jeans" (referring to their "civilianness") by cadre
members and colleagues who are somewhat longer in service of the
organisation. Although 'going native' is what one is supposed to do, being
'the outsider' is what one instantly becomes. For obvious reasons this is
because of the visibility of not wearing green combat gear. Although it was
discussed beforehand, whether or not to wear this combat gear, together
with the commander, I decided not pass myself off as a soldier.
Also when I mentioned my research intentions to the cadre members, these
were often received by the knitting of onés brows. They repeatedly asked
me what it was exactly, what I was doing; if it was not boring to do research;
and why I was motivated doing it in the first place.
Being civilian has both disadvantages as advantages in a military
environment. Some methodological frictions are hard to avoid in
ethnographic research. First of all, a thorough understanding of the setting
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as such is desirable in order to understand certain behaviour, vocabulary,
habits, and the specific culture. Working at the Netherlands Defence
Academy had already given me some of the initial knowledge one is
confronted with. However, it soon became apparent that the Academy is
completely different from a training platoon in which one mostly interacts
with privates and non-commissioned officers. Additionally, talking,
walking, sitting, and associating with only 'greeri boys and girls instantly
made me stand out and catch the eye and curiosity of every observant
passer-by and sometimes actual questions regarding my presence there or if
I had perhaps decided to quit the training.
On the other hand, being "civilian" gave me the advantage of observing
without a military indoctrinated point of view as one is as inexperienced as
the recruits who were beginning their four-month basic training. In contrast
to the non-commissioned officers, the recruits were very much interested in
my work at the Military Academy and repeatedly asked how life was over
there and if I was perhaps a cadet-officer.
In the end, being "civilian" probably complicated my entrance in the field.
Having a military background would likely have more quickly given me the
credits one normally needs to earn when entering the field, as for instance
Hockey (1986) had. He was a former regular soldier.
Furthermore, it was hard, if not impossible, to participate in specific
elements of the training such as daily weapon exercises, digging foxholes,
and the six-mile marches. Nevertheless, the recruits left no stone unturned
trying to convince me to join their bivouacs or jump from a fifteen meter-
high tower and sometimes found much pleasure in teasing me when I did
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not particípate. However, field exercises such as marches through the woods
and patrol exercises were easier to join.
3.4.2 Being-female and being younQ
Being a woman, on the other hand, was probably even more influential, at
least for my personal experiences and presumably for the specific subjects'
experiences as well. I have never been more conscious of my own
appearance as I was during this fieldwork. I was continuously cognizant of
how to come across, how not to dress in too feminine a manner, not to put
on any make-up, and so forth. This can also be related to Devilbiss' "gender-
consciousness," constantly being aware of one's visibility and actively acting
in a way in order not to be treated differently (in Nuciari, 2003). Sion (2004)
indicated that this feeling of the necessity to dress 'unwomanly' is probably
more for one's own feeling of comfort than it is for the soldiers under study.
However, Hammersley and Atkinson (1989) commented that one needs this
certain degree of self-consciousness about self-presentation when it comes to
the prescriptions for dress in ethnography. "A mistake over such a simple
matter can jeopardize the entire enterprise" (Hammersley 8s Atkinson, 1989,
p. 80).
The slightest bit of femininity in a world such as the military world
sometimes opens and sometimes closes doors. There was not a moment that
I could not hitch a ride to the nearest station or even a ride home all the way
to my front door. However, on the other hand being woman (and civilian)
simultaneously was a reason for the subjects, especially the non-
commissioned officers, to patronize and ridicule my ignorance regarding
'the job'. Whenever I joined a field exercise, someone joined me at the back
of the platoon, assuming that I could not keep up with the speed they were
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moving at. Although well-intentioned, it was not necessary on my part, as
I'm fairly able to do some physical exercise.
In addition, age is of relevance here also. Hammersley and Atkinson (1989)
argued that age affects relationships that are being established and the data
collection, as younger persons appear to find it easier to adopt to 'outsider-
position' and have more time to commit to the fieldwork. Being 'young' (25
years old at the time) in this study, mainly enhanced the fieldwork, enabling
the researcher to find an easy acceptance after entering the field amongst the
recruits most being younger and only some older. Associating with them
was rather easy at first, in particular since they were very curious about my
being there. Although I perceived that many recruits from other platoons
found it quite strange seeing me joining the second platoon and their
training patrols, they themselves found it rather natural. Luckily for me, the
first time they saw me was on the same day they first met each other, which
brought about a natural understanding of my presence. Had I been entering
an existing group, I would have been seen as a total stranger and intruder.
3.4.3 Being Indo-European
According to the definition of ethnic minorities in the Samen Act, I do not
fulfil the criteria of being 'one'. My father was born in the former Dutch East
Indies, therefore, I am 'only' a"quarter-Indonesian" as they say, however,
apparently my appearance suggests otherwise. Although I have never been
occupied with this fact and specific identity that much, it has been brought
to my attention several times during this study. Of course one becomes more
aware of onés own identity whilst studying others. But additionally, in
particular those 'others' have reminded me of this fact repeatedly.
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3.5 Results
3.5.1 The socialization ~process - mortification
As described in the theoretical framework, one is not easily able to get round
the specific characteristics that distinguish the military the Initial Training
Centre from any other educational institution or organisation. Therefore,
some of the features of mortification that were observed during the study
will be described here.
The first impression one gets when arriving at the barracks is indeed one of
a separate world. The large fence and red-white striped barriers operated by
security guards seclude the barracks from the rest of the world and instantly
evoke a feeling of distinctness. It is not only these exterior features, but also
the people and their activities inside this lattice which bring about the image
of a separate world with a divergent culture with norms and values other
than publicly known and lived by in the 'other (civilian) world'.
Civilian role dispossession is the first thing the recruits are confronted with.
From day one, they get rid of everything that they had previously obtained
in order to distinguish themselves from their peers. Individual vanity is no
longer desirable and, hence, earrings, jewellery, piercings, and make-up are
not allowed during duty hours. Combat gear was fetched on day two,
jackboots were worn in, helmets were tried on, and, only a couple of days
later, a number of recruits already decided to shave off their hair and was
even more alike. However, whenever the recruits were off duty, about to
have some drinks in the nearest city or just at one of the canteens at the
barracks, their personal belongings were conjured at once in order to create
that certain idea of disparity again. It needs to be added here, that the
recruits were, from day one, heaped with what it was like being a service
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men, or -woman. It is, or at least should be, a profound feeling inside, which
does not disappear when one simply takes off his or her combat gear and
leaves the premises. The necessity of serving as an example to others was
emphasized repeatedly and the code of behaviour was consulted over and
over again.
Secondly, the contents of the basic military training program also caused
reason for the image of distinctness. The daily program consisted of more
ritual activities and obligations than one could imagine. It started with a
morning call-over, followed by room inspections, a check up on correct ways
of folding clothes and polishing shoes, daily intensive lessons and exercises
after which one's equipment needed to be cleaned. When the work finally
had finished, an evening call-over followed, after which recruits awaited a
new day on which these same procedures started all over again. These
standardized procedures also encompassed a specific prescribed manner of
how recruits should approach a superior in rank. When addressing one of
the non-commissioned officers, the recruit needs to stand to attention,
politely ask permission to speak in order to ask something, sometimes
something as simple as permission to take a sip of water during an exercise
or to go to the toilet. All this can be interpreted as a form of initiating and
boundary setting between NCOs and soldiers (to be).
Thirdly, instantly visible and audible when entering the field and
experiencing the company of the recruits and staff is the attention given to
'esprit de corps' time and again. The group, group effectiveness, teamwork,
and solidarity are considered of paramount importance within the initial
basic military training and are constantly hammered at the young recruits. It
goes without saying that being subdivided as a platoon into four groups
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immediately creates a'we-they' relation between the different groups.
Group performances were always compared with one another and the
competitiveness was inextinguishable. One of the recruits told me that she
really hoped to cross the finish line of the commanders' march before any of
the other groups would. Sometimes the Charlie group was ridiculed by one
of the other groups since they were usually less successful in accomplishing
certain assignments. All four female recruits were assigned to this group,
which was likely to affect the group capacity. The cadre told me this was
done intentionally for the girls' convenience, but for themselves also,
regarding accommodation arrangements and so forth. Additionally, the only
female instructor was deliberately assigned to a group without any female
recruits in order to avoid assumptions regarding certain privileges. In fact,
this was not of relevance at all since the sergeant concerned was more
austere than any of the other (male) sergeants I became acquainted with. She
was always very strict, but fair, worked with tight time schedules, and
sometimes felt the desire to overtly display her power position, for instance
in the following situation. The recruits periodically had to bring their
knowledge into practice in the field (practical training days). One of these
days, it was dreadfully cold, a temperature below freezing point and quite
windy. While the recruits were being instructed by another sergeant on how
to perform certain procedures prior to action, she asked me if I would like a
cup of warm strawberry tea. She added that she always brought along this
specific tea since it has a strong smell that could be picked up easily by the
recruits, who were only allowed to drink tap water. She laughed while
telling me this. Another example occurred during the first bivouac when one
of the recruits did not pitch his tent well enough according to her standards.
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She bluntly kicked the tent poles out from under the tent and simply told
him and some other guys to do it over again, yet, not in her time, but after
duty hours. I did not meet any recruit who did not have great respect for her
as an instructor. They admitted she was strict, but were astonished by the
extensive knowledge she had about everything and the incredible peak
condition she had.
Regarding the 'esprit de corps' that was repeatedly emphasized top-down
and was naturally experienced by the groups themselves, it needs to be
added, however, that having a strong sense of belonging does not
automatically imply that friendships did not go beyond group boundaries.
Their superordinate identity, belonging to the second platoon and actually
'being a recruit,' resulted in a commitment, which albeit to a lesser degree,
sometimes led to joint dinners or nights on the town.
Although group cohesiveness and solidarity were both obvious and
appeared to arise naturally, it is actually imposed upon the recruits through
military norms and values. In fact, one of the basic rules of the Royal Army's
Code of Behaviour applies to this group feeling and states the following:
"as a member of a team I need my colleagues and they need me. That is
why I feel partly responsible for their well being and will address them, if
necessary, on their conduct."
Knowing that disobedience calls for sanctions in the military makes one
wonder to what extent this esprit de corps is actually experienced on the
inside by the recruits themselves. However, when I interviewed some of the
recruits, one of the group rules soon surfaced candidly.
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1.
1. "1 think one of the grorsp norms is
2. not to srlueal on anyone. "
2.
1. "You just don't snitch on anyone.
2. For instance, with tests.
3. They always ask íf anyone passed on the contents of the test.
4. Of course, sometirnes you hear something, like 'they ask this and
that.'
5. But if the NCO asks, you just say '1 haven't heard anything.'
6. If you snitch on someone,
7. the chances are big that you dragalortg the entire group."
Group norms are the shared expectations about how members ought to
behave. I talked about this phenomenon with the recruits separately.
Clearly, these two recruits think identically about this subject (line 1.2; 2.1;
2.6) and instantly relate rule violation to the consequences for the group that
are brought about (line 2.7). Holding on to your groups norms and
simultaneously having one of the sergeants asking you something
contradictory to these norms (line 2.3; 2.5) might bring a recruit in a difficult
situation. Bateson (1972) has referred to these kinds of situations as double
binds: situations in which the 'victim' receives a primary negative injunction
from someone, which is followed by a second injunction that conflicts with
the primary injunction. This is experienced repeatedly and is aggravated as a
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third injunction prohibits him or her (the victim) to escape the field. Having
group norms inconsistent with rules and behavioural codes enforced by
instructors and the organisadon exacerbates the chance of a double biud
occurrence. As the recruits themselves expressed this group norm to me
time and again, makes one wonder in what way ethnic diversity related- or
discriminatory issues are brought to light.
3.5.2 The reverse side
Becoming habituated to an institution with that many manifest and less
manifest rules and traditions, requires an unutterably strong adaptability.
Clearly, not everyone is capable of doing so. On the second day of the basic
training, early in the morning around 08.OOam, one young boy dressed in
plain clothes was already in front of the lieutenant's office, awaiting his time
to resign. He had been inside for only 48 hours; he is homesick and claims
that it is not at all what he expected it to be. His face speaks volumes. Apart
from that, he seemed quite arucious announcing his message. Not more than
an hour later, the second dropout was in front of the door. He too says he
wants out. He claims it is partly due to his age (he is 25) as he is more
experienced and is accustomed to much more freedom than he has right
now. He is not able to cope with the restrictions inside the military. He finds
it quite hard: the days are too long, it is physically exhausting, and his future
job is not the one he applied for. In the same first week, two more recruits
dropped out due to homesickness and the deprivation of freedom that come
along with the military. Clearly, both young men do not find a way to adapt
to the institution and its rules.
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These are just a few examples of some early drop-outs. During the course of
the four-month training, however, each week some recruits decided to hand
in their resignation. In the main, 'homesickness', 'deprivation of freedom',
'disappointment', or 'the training fell short of my expectations' were put
forward as motives for resigning. In the end, this came down to a total of
twenty five boys and two girls, of which five recruits decided to discontinue
their military career even after they received their certificates.
During my stay in the field, out of the field the political and societal debate
on the Afghanistan mission blazed up highly~l.
Although it never came directly to my attention, here and there I overheard
some people saying that the upcoming deployment to one of Afghanistari s
most dangerous districts, most definitely exerted influence on the decision
whether or not to continue life as a serviceman. At least it did for five
recruits, who stopped prematurely and indicated this as one of the reasons
to their company commander. Nevertheless, the recruits who continued
their training and to whom I spoke about it indicated having contradictory
feelings about it. On the one hand, they found it a frightening thought, but,
on the other hand, it was also exciting.
For those who actually did finish the four months and are subsequently
being trained to become a gunner, electrician, marksman light machinegun,
or perhaps medical assistant, these months did not pass by that smoothly.
~~ The political decision-making process regarding participation in the Uruzgan
mission did not go without any resistance. Political parties were not unanimous in
deciding whether or not the Dutch troops should deliver a contribution to the
International Security Assistance Force (ISAF) in one of Afghanistan's most
dangerous provinces, Uruzgan, as it accommodates many Taliban members. Many
people feared a shift in focus from reconstruction toward conventional fighting. The
pros and cons of the possible participation were deliberated upon for a long time.
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Despite the fact that they did their utmost to be exemplary service men, it
frequently came to light that some of them were having second thoughts
about continuing. Although most (male) recruits experienced the physical
degree of difficulty as less strenuous than expected, they did acknowledge
having trouble adjusting in the first few weeks of training. The first two
weeks they were compelled to stay at the barracks with days starting as
early as six a.m. and ending at eleven óclock at night. Consequently they
were instantly confronted with the deprivation of freedom that comes along
with life as a service man. The training and subject matters completely take
up the recruits. Before one was able to overcome last week's experiences
during weekends, Sunday evening they were already on their way back to
the barracks.
One recruit told me that even during weekends at home, he was in service
man mode.
1. "Last Saturday 1 went out drinking,
2. but 1 was on the dancefloor for only half an hour.
3. My legs started to slaeken
4. and I was just not able to go on anymore.
5. I left for the car and told my friends that 1 zvould wait for thern to
show up.
6. I was sleeping in tlle car
7. and somebody knocked at the window.
8. I sat up straight as a meerkat
9. and I was looking for my weapon ( lauglling)."
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Although off barracks and off duty, the intensity of the training still impacts
on the recruits. Physical exhaustion ( line 3; 4; 6) affects their personal lives,
whereas the sense of being a service man continues by habit (line 8; 9).
T'he intensity of the training takes possession of the recruits in such a way
that they hardly know what is going on in the 'outside,' 'civiliari world.
Once, one of the sergeants was having a class discussion. Some topical
matters were being discussed. However, when the sergeant asked who knew
about the Danish cartoons1z that were cause for fierce discussions,
demonstrations, and riots internationally, only four of eleven recruits were
aware of what he was talking about. One recruit narrated the following on
this account.
1. "1 just don't catch mucJi news.
2. You are here, you have no radio, no television and no newspaper.
3. And when you're finally horne in the weekends,
4. you have other things orT your mind than watching the riews."
There is just no time and facilities (line Z) to keep up with topical matters. In
addition, off duty time is cherished to such an extent (line 3) that watching
the news is not one of one's first priorities (line 4). This again shows that the
training is their first priority and extremely intensive.
1z In September 2005, a Danish newspaper The Jyllands-Posten published a number of
cartoons, displaying the prophet Muhammad as a stereotypical fundamentalist. This
resulted into many Muslim inhabitants of Denmark, as well as (ambassadors of)
Muslims countries worldwide protesting and demonstrating against these cartoons.




Confessional tale - role of researcher in ethnographic researd~ (1)
As for the course of my journey in the field, it started with a feeling of
repentance not having decided to completely participate full time in the
basic military training. This would have benefited my study tremendously
in precisely understanding the hardships they were enduring and beholding
everything that was going on off duty. The association with the other
recruits evolved naturally at first, the conversations were enjoyable and the
degree of physical difficulty did not seem insurmountable. This feeling
lasted for nearly two months. Indeed, it changed. At a later point in time, I
experienced my position in the field as somewhat more disputed.
There I was in between the cadre who was aware of my objectives and
probably acted conscious of ine being there, and on the other side, the
recruits who did not know my purposes and actually saw me as one of their
peers. Simultaneously, however, they also saw me interacting with the
cadre, who are in the military and in particular in the basic training, in all
respects, from a different calibre. In addition, I did not experience the same
restraints they did. I was able to talk to the cadre informally if pleased so, I
was able to drink the 'sought-after cup of strawberry tea' in cold days if I
wanted to, and I was able to put on woolly gloves if it was too frosty outside
and so on.
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Although the cadre members were all aware of my presence and purposes,
they did not opt for this presence themselves. Somewhere upward the
hierarchy, somebody recognized the relevance of the subject and the fact
that it would do no harm if a perfect stranger would impartially observe one
of the training platoons. The feeling of needlessness of this specific study
along with the fact that they knew my research purposes complicated the
acceptance of my presence and accordingly evoked a sense of feeling
watched and perhaps also judged amongst them. This in turn engendered a
feeling of exclusion on my part, in particular concerning sharing of
information. Although they cooperated when I asked for something, they
hardly ever approached me on one's own accord to share particular relevant
information. Luckily this did not apply to all cadre members, as some of
them did inform me when considered necessary.
3.5.3 Diversity climate
First of all, the study and its field worker were actually enforced upon the
platoon, something that brought along consequences, I discerned later on. It
repeatedly came to my attention that the cadre members did not understand
the importance and the need for a study as such. "Discrimination and the so-
called diversity climate" were issues of irrelevance in the military according
to them, as the platoon commander told me over and over again:
1. "I think it Inegative multicultural attitude] is even less visible
within the defence organisation.
2. Everybody wears the same battle dress here.
3. Backgrounds and certain characteristics are just not visihle...
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4. Besides, in the field your buddy helps you out,
5. wlTether he is white, black, green or yellow."
Again, the equality of all servicemen, irrespective of their background or
ethnicity was strongly emphasized ( line 3; 5). In particular as they resemble
one another (line 2) and share common goals ( line 4). In addition, he also
told me that it would be entirely different when Dutch-Moroccan recruits
would have joined the platoon.
1. "Moroccansfeel easily discrirninated
2. and revert to their descent with ease
3. when they feel treated unfairly,
4. while this isn't the situation at all.
5. I have seen this happening at another platoon. "
According to the commander, platoons with Dutch Moroccans therein, seem
to give cause more easily for situations in which the minority category feels
wrongfully treated (line 1; 3; 4). Moreover, they appear to appeal to their
origin in such situations (line 2). At least, according to this particular
commander. Two of the NCO's told me they experienced different situations
in their previous jobs. Apparently, an ethnic minority status seemed to exert
more influence on intergroup behaviour when being on standby.
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1.
1. "It is totally different at troops that are on standby.
2. There, ethnic rninorities always burtched together during dinnertime
and in off-duty hours,
3. Moroccans with Moroccans, Turks with Turks and Surinamese with
Surinarrrese.
4. That is sornething that you just don't see Irere at the trairiing
battalion,
5. groups are just smaller here.
6. Probably also because the recruits are more taken up by the intensive
and strenuous training
7. than thinking ahout who to associate and group with."
2.
1. "1 think that negative perceptior~s of ethnic minorities are probably
more visible at troops that are on standby.
2. At this point the recruits are more occupied wíth tlle transition
toward a military life and
3. are kept on a tight reirr.
4. Because of that, it is difficult for the recruits to shozv their own
identity, habits and practices.
5. At standby troops, everyone has more freedom,
6. I think also to practice one's faith."
Both NCO's mentioned the differences regarding troops that are on standby
(line 1.1; 2.1). Negative multicultural attitudes ( line 2.1) and ethnic
135
Uniforrned Diversity
separation (line 1.2; 1.3) are more witnessed over there. T'hey both impute it
to the restricted leisure time (line 1.6; 2.3, 2.5) and being occupied with
becoming a good soldier (line 1.6; 2.2). This in turn impedes on recruits
proclaiming their identity (line 2.4; 2.6). It seems as if the socialization
process and connectedly, mortification proceeds to such an extent that one is
even deprived from his or her ethnic identity.
As for the recruits, only five of them were from an'ethnic minority group' as
we know them in the Netherlands. Three boys were Surinamese-Dutch, one
female recruit was of Antillean descent and one boy was of Iranian origin.
T'hese were dispersed over two groups, Bravo and Charlie of which the
Charlie group included all female recruits. After a month, one group more
joined the platoon, since they had trained throughout the year prior to the
basic training. The Sri Lankan boy was in this group. In general having a
different background did not seem as something troublesome within the
platoon or within the two distinct groups. They simply do not have the time
and energy to worry about such things. However, during my first
acquaintance with the Charlie group during dinner, it is topic of
conversation. After the initial informing questions regarding my study, the
first question asked by an Indo-European girl, is whether I am partially
Indonesian. When I tell her I am, the second question refers to the amount of
'Indonesian blood.' In a proud way, she announces out loud that there are
three Indo-Europeans at the table. Accordingly, she emphasizes her craving
for Indonesian dishes and the lack of it at the barracks. Nobody really
responds to her saying this. For me, it is actually a long time ago since this is
brought to my attention.
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Intergroup tensions based upon multicultural attitudes never really surfaced
candidly, probably because the recruits were just too much occupied with
accomplishing their exercises and performing to their best capability. Doing
this caused serious exhaustion during off duty hours. I never witnessed
separation of different ethnic groups, or in- and outgroup sentiments in
general. The relative amount of ethnic rninorities was not that small.
However, they were distributed over two groups. Moreover, the amount of
specific ethnicities was probably too insignificant in order to give occasion for
separation. A strong sense of group belonging probably goes beyond the
distinction 'ethnic minority - non ethnic minority' in this particular context.
Besides, according to previous research majority group members are mostly
negative orientated towards Dutch-Moroccan minorities, who were not
represented in the minority group in the training battalion (Gijsberts, 2005;
Sion, 2004).
Nevertheless, sometimes during short (cigarette) breaks or at lunch time,
some jokes based on someone's ethnicity came up. One of the Surinamese
boys was called "Zwarte Piet13" by one of the other Surinamese recruits. Or a
typical Dutch childreri s song was sang about him, claiming that they 'could
hear him, but not see him'. The boy in question responded rather neutrally
and apparently did not take offence at the jokes that were made. Probably
also because they were being made by another Surinamese guy. In this
respect, Ben-Ari and Sion (2005) described the role of humour within Israel's
""Zwarte Piet" is one of Saint Nicholas' attendants. The reason of this 'blackness' is
still debated upon, as some think of him as a former slave (Petrus), who was bought
out by Saint Nicholas. Out of gratitude the slave stayed close to Saint Nicholas.
During the further course of history, his saintliness turned into 'being a Moor.'
Another version of Black Peter's history relates to the chimney, through which he
climbs every night. The smut from the chimney is supposed to cause his blackness.
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combat reserves. According to them, this is one of the most important factors
in military units in order to strengthen the cohesiveness of the group. When
this is expressed towards outsiders or "atypical group members", internal
tensions are overcome and solidarity and boundaries are maintained.
One occasion however, one of those so-called jokes got out of hand when
two majority group members joked around about the skin colour of the Sri
Lankan-Dutch recruit. They spotted him in front of a white wall cleaning his
weapon and were asking around if anybody saw "the black spot on the wall as
ziiell." They did not leave it at that and continued to label him as "a piece of
shit on the wall." At that point the Sri Lankan-Dutch boy did not respond and
stared aimlessly down, however, the other recruits all looked at each other,
knowing that a limit was being overstepped here. The Antillean-Dutch girl,
who was not afraid to speak her mind at all, lost her temper and gave the
boys a piece of her mind, stating that they should not run down on people
who were differently according to them. The incident escalated, in particular
when the NCO on duty overheard that there were some tensions within the
platoon. He ordered the conceming girl to tell him what happened, but it
took him four more times before she gave in, since she did not want to be
someone 'who does the dirty on her mates.' In the end, she told him about
the incident, which gave cause for more tensions between her and the two
boys, because they were being reprimanded for saying the things they said.
When I spoke with the girl afterwards, she did not want to go into detail
again.
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1. "Enough has been said about this all.
2. I am just not someone who screws her buddies.
3. We are i~1 a platoon together,
4. so it was quite hardfor me.
5. I tackled therl about their conduct and that is enoughfor n~ie.
6. Since the sergeant overheard it,
7. 1 had no choice anymore.
8. Those who were involved know this as well.
9. Everyone came to me afterwards
10. saying that it was a good cause and
11. that 1 shouldn't worry. I thought everyone would 11ave their
eyes on me.
12. But the people that it concerned just kept staring doum and
remained eleaning their weapons.
13. You can'tfool me
14. that they feel comfortable wíth what was being said.
15. Why do they single out those people? Pick me! But they don't
dare to. "
Clearly, she did not want to embellish the story. It was distinct in her story
that she considered herself part of a group of which one did not shoot one's
mouth off about another group member (line 2; 3). Although she could not
permit herself to let this event go by (line 5; 13), it caused an internal conflict
(line 4; 7; 11) when she was being ordered to retell the story to her
commander. As mentioned before, such an insoluble experience has been
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termed a double bind by Bateson (1972) and often causes confusion and
defensive reactions. Some of the other recnaits I spoke afterwards, all felt the
two boys crossed a line. The Sri Lankan boy himself laughed the incident off,
saying it was probably just a joke and that they did not mean to do any
harm.
When I interviewed some of the recruits nearly at the end of the training, we
spoke about a diversified group composition and the diversity climate in the
Netherlands defence organisation. None of them said to have experienced
any negative attitudes, incidents, or behaviour while they were in the
training.
1.
1. "I think it's too bad (negative attitudes toward ethnic
minorities].
2. If I would be in a group together with a Moroccan, I would
want tl~em to teaeh me some words.
3. Of all people, you learn something from just those people."
2.
1. "I think everyone should get equal opporturTities.
2. Tlzey (ethnic minorities] work hardfor it as well.
3. It is all in the hest interest of our country,
4. if they want to fight for this eountry as well, no negative
attitudes should exist.
5. I rlever understand such attitudes.
6. All those blokes are okay and they work hardfor it too."
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3.
1. "By chance there is a black man at the fourth platoon zoho
happens to be the biggest lazy devil ever.
2. But even arnong them, there are guys who really want to.
3. In the civilian society there are unfortunately rnore people
wlw look differently toward life as we do in tlre Netherlands.
4. But there are plenty, regrettably less, who just adapt
themselves and 1 really respect those people. "
At this point in time, the recruits were still not fully aware of my research
purposes. Whilst interviewing, I did not get the impression of them
answering socially desirable. Especially the first two respondents answered
to be rather positive about diversified groups. Although the third recruit
appeared somewhat less positive, he did put his experience into perspective
(line 1; 4) and tried not to generalize. However, being lazy is associated with
being black (line 3.1) prior to his subtle differentiations (line 2; 3; 4).
I also spoke to the few remaining 'ethnic minorities' left in the training
(four). Referring to Kanter's (1977) tokenism, I asked them about feelings of
being visible and perhaps experiencing certain performance pressures. They
were not very talkative regarding this subject, as according to them, their
ethnicity did not play any significant role so far.
1.
1. "No, it (having a Surinamese baekground] did not matter.




3. But after that, it never came up anymore."
2.
1. "Maybe it (haaing a Surinamese background] once played a
role,
2. but not here.
3. 1 don'tfeel pressured or anything
4. to perform better. "
As recruits are curious at first (line 12) to find out where someone is
originally from, this can probably be attributed to the visible aspects of
having a different ethnicity than the Dutch one. If is not their physical
appearance, it is often their surname on their military gear, which possibly
suggests their 'visibility'. However, according to these two Surinamese-
Dutch boys, it did not play a significant role during the further course of the
training (line 1.3; 2.2). Hence, performance pressures are not a matter of
course (line 2.3; 2.4).
The Antillean-Dutch girl did not consider her descent to matter at all during
the training. She emphasized that being a girl caused more eyes to be
directed at her and brought about performance pressures. I will elaborate
more on this in paragraph 4.5.
3.5.4 DiversitX in training
Diversity in general is not a subject that receives much attention during the
course of the basic military training. Some lessons (nine in total) on military
ethics pass are part of the basics during these four months. Then, subjects
such as bullying, drug~alcohol abuse, discrimination and their consequences
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are being discussed during two-hour sessions. I attended most of these
lessons, wondering in what degree the recruits would express their own
opinion when they were finally allowed to. But, although they were allowed
to, these lessons were always under the supervision of a non-commissioned
officer.
Most of the recruits had some kind of experience with racial discrimination,
either their own or from to people they knew; however, all referred to
experiences in their (prior) civilian lives. Whilst talking about these
experiences most of them passed their judgments on this kind of behaviour,
and imputed it on stupidity and follower-behaviour of those people
conducting it.
I could not pinpoint their attitudes towards ethnic minorities as blatantly
negative or simply positive. Besides, I am still wondering whether or not the
recruits would speak frankly in the presence of a NCO, knowing that the so-
called whistle could be blown on them, such as with the incident described
above. When asked what consequences discrimination could entail everyone
instantly makes mention of the same.
1.
1. "Discrirnination will bring about subgroups.
2. Tl1is will in turn causefriction




1. "It (discrimination] goes at the expense of the group.
2. When it occurs, that person should be talked to.
3. Actually, the erltire group should talk together.
4. Then, the one thnt discriminates will hecorne conscious of {Iis
conduct
5. and restrnin his behaviour in the future."
Clearly, the notion of 'the group' is well internalized by the recruits (line 1.1;
1.3; 2.1; 2.3) and everyone seems to have a distinct understanding of the
consequences that might be evoked. The wellbeing of the group has
precedence at any time (line 1.3; 2.1). Uniformity seems to be the standard,
which makes it hard to develop or maintain other identities.
3.5.5 Women among the few
Although it is not the main intention of this study to put a focus on gender
issues, it surfaced in such a way, that I will go into it briefly. Additionally,
women are a minority also, which makes it interesting to review different or
similar issues they are confronted with. Talking about discrimination during
the lessons on military ethics inevitably brought about the discussion about
affirmative action, in particular regarding women in the armed forces. Most
recruits are of opinion that jobs should be apportioned equally; referring to
the Dutch police organisation that strongly invites women and ethnic
minorities to apply. The recruits are of opinion that it is 'just not fair,
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favouring women in specific jobs or pre-arrival daysl~.' One of the recruits
told me the following:
1. "In general, they (women] have it much better than rnen do.
2. The Hague wants to reflect society at large,
3. hence women and allochtonous are being favoured here.
4. I Hiink that it's not okay.
5. 1 really wanted to have a driver's job, but 1 can't because it's
for women and allochtonous ortly.
6. Those are cluster one functions~s
7. I think it's strange,
8. I have all my driver's licences and I am experienced, so in fact
I could get down to work easily with a rnilitary driver's
licence.
9. It's more practical and cheaper than having to put someone
through an entire training
10. because they happen to be female or allochtonous
11. and perhaps they aren't able to get along with the machine at
all. "
'~ Pilot pre-arrival days are currently effectuated in order to provide a training
specifically aimed at women, as a result of what less injuries will occur and the
general physical fitness will increase. Furthermore, more attention can be paid to
psychological defensibility.
's During the basic military training, the recruits are being assigned to one out of four
Eunction clusters. These clusters are connected with their prospect jobs and indicate
the physical level of difficulty that needs to be achieved. Cluster one represents the
lowest physical qualifications, whereas the fourth cluster requires a peak condition
and difficult physical exertion.
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The future soldier easily refers to women as 'them' and 'they' (line 1; 10; 11)
and feels pretty wronged (line 4; 7; 9), since women and ethnic minorities are
favoured in certain job openings (line 3; 5).
Speaking about women brought along another discussion in the lesson
about discrimination, in fact an outdated conversation whether or not they
belong in the armed forces in the first place. One of the future infantrymen
said the following:
1. "They (women] just don't belong there (infantry].
2. They are mucli more sensitive.
3. Besides, it is not very convenient
4. wherT they have their period. All those hormones and stuff...
5. It is just not practical in the field."
Only one recruit spoke out about women this bluntly (line 1). Gentle
qualities (line 2) and additive characteristics (line 4) did not placate this
fellow very much (line 3; 5). The two female recruits present that day,
reacted fiercely. One of them stating that it is normal that women receive
certain privileges, as they are 'simply more intelligent and dori t run around
like foo]s.' The NCO in charge says to share the recruit's opinion regarding
women.
1. "I agree on that.
2. Women in infantry cornpariies, with the marines or at the
commando's
3. is just like setting tl~e fox to watelT the geese.
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4. As if you place them behind a fence with a lot of goodies
behind it that they're just not allowed to touch."
Although one would expect the non-commissioned officer to serve as an
example to his subordinates, he outspokenly expressed his opinion in plain
terms (line 3; 4). By saying this he also referred to the Tjerk Hiddes
'incident'16, which, according to him, demonstrates him being right. Female
soldiers aboard of this Dutch frigate experienced sexual harassment, assault
and in one case even rape.
Physical demands are simply different for women than they are for men
during the basic military training. This sometimes gave rise to patronizing
jokes from the guys in the platoon and some of them even found it unfair.
Additionally, some boys were of the opinion that the girls should not have
been assigned to the same group, as according to them, it put their group at
a disadvantage compared to the womanless groups.
1.
1. "1 don't agree zuith having all girls in one group.
2. It's a physic disadvantage
3. for the group at large.
4. I would have been fairer
5. if the girls would have been dispersed over all four groups."
'b In April 2005 a controversial story regarding sexual misbehavior aboard of one of
Netherlands frigates, the Tjerk Hiddes, became public. This incident gave occasion to





1. "I think women should be trained separately.
2. Big men like rne just don't have to put our backs into it.
3. Irt fact we could do it ~the trainingJ with our eyes closed.
4. It's better if women are trainedseparately.
5. Then they can be stimulated
6. at their own level."
3.
1. "I experienced women in my group as a disadvantage.
2. It is more up-tempo with only men. Witli marching...
3. you notice it with everything.
4. There is one girl who works as hard
5. as we do,
6. but the others
7. easily say riot to be able to go on anymore.
8. Everybody has those moments once in a wllile,
9. but you just have to go on."
All (field) exercises were performed in groups. In case of similar
assignments, the Charlie group (encompassing all female recruits) had
troubles keeping up with the other groups. Again, the distinction between
sexes is accentuated by referring to 'they' and 'wé (line 2.5; 2.6; 3.7). Having
a group with women is perceived to be counterproductive (line 1.2; 3.1),
however, they merely express the physical aspect in this consideration (1.2;
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line 3.2.). It seems like women are encapsulated in a role of physical
weakness, which is not the case with the 'minorities,' ethnic minorities.
I spoke with one male recruit, who had different thoughts about this subject
and stated that he considered it as a surplus value, having women in the
group. He could not explain why, it was simply 'a feeling.' The girls dealt
with these sceptics admirably though and kept another opinion to this
subject. Two excerpts are displayed below.
1.
1. "I think it's quite fi~n,
2. being one of the few women.
3. The girls here aregreat
4. and we are treated normally.
5. Sometimes you notice that you are rnore eye-catching.
6. I am in the third function clusterfor driving a tank. I had to
walk ten kilometres in full marching kit and I had to speed
march for 3 kilometres as the orlly woman.
7. Of course you are being watched then,
8. but in a good way.
9. T{rey take eare of you, ask you if you are doirig okay, and walk
with you and so on."
2.
1. "It doesn't bother me ~being one of the few women].
2. Most of my friends at horne are male too,
3. so 1 am used to it.
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4. I do think we are more noticeable.
5. If you are ever having difficulties, they instantly think
'ah... that's a girl'.
6. In the beginning they told us we only had to run 1900
rneters'~.
7. It's commonly known that women are just physically less
strong, so in comparison it is actually the same.
8. But the boys just won't understarid.
9. They think it's unfair and that we should run the same
distance. Well fine, so we run the same distance...
10. Sometimes the pressure was quite high,
11. especially with those physical demands,
12. but we just want to exceed those demands and reach the boys'
demands...
13. We don't want to be the weakest, and we aren't. We work
ourguts out to achieve that."
Both girls admit experiencing being more 'visible' (line 1.5; 1.7; 2.4) and
especially with regard to the physical exercises (line 2.11), they felt the
pressure to outdistance the image of being of 'the weaker sex' (line 2.9; 2.10;
2.12; 2.13).
Out of the four women who enlisted, two ultimately completed the training.
One of the dropouts was compelled to make her way to the remedial platoon
due to chronic injuries18. The other girl ended the training prematurely, due
" As compared to the 2400 meters that is run by the boys.
18 Months after finishing this fieldwork I learnt that she resigned ultimately also, due
to her structural injuries and, according to the commander, her'mentality.'
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to emotional and physical motives. Her physical strength diminished after
pneumonia and on top of that, a mental training night was in store for her,
however, at the wrong moment, as it was the straw that broke the camel's
back. It seems that concerning the female-minority category, the physical
element plays a crucial role. Something that is irrelevant with the ethnic-
minority category.
Confessional tale - role of researcher in ethnographic research (17)
One of the most difficult moments for me personally during the fieldwork,
relates to the position I often found myself in. Being in between the recruits
and the cadre did not always make matters easier. This manifested itself
distinctly during the first mental training. The recruits experience an official
mental training twice during the four-month training. Just now, the
instructors transform from 'only' military instructors into those so-called
drill instructors, known from the movies. Loud shouting, unreasonable
demands and orders, disregarding difficulties experienced by the recruits, or
exactly blatantly emphasizing the incompetence when they do not succeed
in accomplishing the order, is what they now display. Very confusing for the
recruit who only wants to do what is asked for.
This specific recruit was a nice, sensible, intelligent girl, who seemed more
than capable for the job as a soldier. After her week's sickness, she clearly
had difficulties in coming along with the rest of the platoon. The first
minutes of the mental training already hit her hard, as she was in tears and
could not meet the set time-limits. When she finally came down from her
room with all the obligated gear, she threw down her bags crying that she
wanted out of the training.
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While the rest of the platoon promptly went off, fetching their weapons, she
stayed behind in tears. She first approached one of the NCO's saying she
wants to get out. However, he completely ignores her words.
Secondly she addresses the female NCO, who turns her back and walks
away. After that, she looks at me with teary eyes and asks what to do.
However, I cannot help her as I am not part of the cadre, staff or mental
training, which makes me feel powerless and in a way also guilty. Then, she
speaks to another NCO, who only responds with telling her that she needs
to go and get her weapon.
She threatens to go home and walk away, but one of the NCO's says that is
not an option. They argue about for a moment, when three of her group
mates come and get her and pull her along. She finally approaches the
company's commander who tells her she needs to participate, otherwise it
will have serious consequences. She brought that particular evening to an
end. This specific girl could not adapt to the institution, although she was
initially challenging the institution and its rules (Goffman 8s Jong-de Jonge,
1977), she could not continue doing so. The first day after, she resigned.
This was what hit me hardest during the first mental training. However, the
second mental training turned out to be even more disconcerting for an
'outsider' as me. Although I recognized most elements of the mental training
to fulfil their purpose, there was one element that remained startling for me.
A dark room without any lights is the setting the recruits enter. Before
entering he or she was being instructed while boxing gloves are put on and a
gum-shield is put in. Some coordinates and information are passed on that
the recruit needs to pass on afterwards. When entering the room, at first
nothing happens.
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Then, after a few seconds one of the NCO's, fully dressed in protective
clothing attacks the recruit. After his or her first astonishment, the recruit is
supposed to defend oneself. However, after a minute or more, a second
NCO attacks the recruit from behind.
The room is accommodated with soft protective material, which is very
much needed as the recruits literally fly around and are being slung against
the walls and cupboards. I myself observed eight recruits in this exercise, of
which the majority crouched and did not fight back decisively. The non-
willing recruits are being shouted at with a verbal aggressiveness, which
intimidated me greatly. In between the arrival of a new recruit, the NCO's
evaluate their punches, kicks and disappointment if one crouched down.
The strange thing of it all is that nobody experienced the above mentioned
part of the mental training as confronting as I did. I spoke to several recruits
afterwards, however, none of them found it difficult and sometimes even
called it'fun.' Below are two excerpts from these conversations.
1.
1. "The ínstructor said that you were only allowed to respond
when they do sornething,
2. but what did I do?
3. I carne in, the sergeant eame up townrds rne and 1 punched
him directly on his head.
4. That really scared me, because you weren't allowed to.
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5. Then they were both punching me on the head, but what do
you?
6. I wasn't allowed to hit them on their head.
7. Then I got a black-out.
8. They were allowed to hit me on my head, and 1 was not
allowed.
9. What do they do? They were punching me the entire time on
my head from above,
10. and nothing is worse than being hit on the head.
11. I know some kicking techniques, brrt I didn't use thern.
12. I was like 'shit', I was really stupefied.
13. But it was alsofun.
14. They battered on.
15. It was great that they didn't restrain tliemselves just beeause
you're a girl or anything. "
2.
1. "No, it didn't bother rrre.
2. 1 just fought back.
3. They said we shouldn't hit on the head. I got a puneh on rny
head right away.
4. But then, my instincts took over.
5. I think it is just to prepare us for the unexpected.
6. You just never krtow in whiell situations you might end up.
7. If you don't do anything now and you hide yourself in a
corner, it's ok.
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8. But if you are on standby, or in the field, then you're fall
guy „
According to these two fragments, the recruits were taken by surprise (line
1.7; 1.12) when the NCO's disregarded the instructions the recruits received
(line 1.8; 2.3). Although they were ordered to use the spiral of violence
(violence that is used needs to be relatively equal, 'proportional violence'), it
does not seem proportional here. Nonetheless, although amazed, it did not
bother them that much (1.13; 2.1.). Not even the fact that it was one of their
own NCO's who was responsible for the beating, which did surprise me.
Perhaps this is in line with one of the adaptation tactics Goffman has put
forward (1977), namely that of conversíon. By assimilating to the new order
and by not rejecting anything enforced by its authorities, one attempts to be
the perfect resident.
This experience in general, in fact underlined the perception that 'going
native' is hardly feasible for a civilian in a military environment. The
heartfelt esprit de corps, the entrenched group norms, and the sheer pure
and simple experience of the military socialization process, are at times
difficult to grasp. However, it is unique in the sense that it is the only
organisation displaying such processes. For instance student fraternities or
sororities are familiar to have similar hazing traditions. Indeed, as Dennis
(1993, p. 68) once described perfectly "fieldwork is often fraught with
informational and emotional land mines between which and around which
the researcher must manoeuvre".
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3.6 Conclusion and discussion
The present study has addressed intergroup behaviour within a Dutch army
training battalion, intended to pinpoint the diversity climate with respect to
ethnic minorities. The extent in which multicultural attitudes of military
recruits convert into behaviour has ethnographically been contemplated. In
order to arrive at an answer, one needs to have regard for the specific
context in which this study is set, as this has unexpectedly exerted influence
on behaviour and the results as they are. Hence, first of all, the
characteristics of the army are considered.
Referring to Goffman (1977) and his definition of total institutions, the
training centre approximates these features. It goes without saying,
however, that this does not imply as an absolute truth. Nevertheless, the
degree of limited freedom, excessive regulated occupations and formulated
behavioural codes induce the recruits to docilely obey. By virtue of this'total
institutional disposition,' one is intended to presume that the recruit is more
or less impeded from acting pursuant with his or her true identity, opinions
and attitudes. If in any case there would be question of possible sceptical
attitudes towards ethnic minorities, it remains to be seen whether or not
these would surface. The training's intensity most likely affects the degree of
being able to establish one's identity and express attitudes, beliefs and
intentions, also indicated by some of the non-commissioned officers. It is
likely that one is more able to express oneself in situations in which more
freedom is permitted. Additionally, unbridled dedication and exemplary
conduct is constantly required and at this time the recruits are still eager to
perform as flawless as possible and according to the behavioural code.
Hockey (1986) narrated the following on this account: "one the one hand,
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they perform their military duties effectively, motivated not purely by fear
of coercive sanctions that may be imposed by superiors, but by a strong
normative commitment to their role as infantrymen".
In the military training the youngsters 'are in it' together. They have to face
the struggle as a team and are working very hard in order to bring the daily
exercises, and ultimately the training to a satisfying end. Doing this induces
a common fate in which interdependency is a prerequisite. Gaertner and
Dovidio's (2000) Common Ingroup Identity Model seems to apply here,
since the superordinate memberships and shared factors between the
subgroups are emphatically present. The common ingroup identity seems to
outdistance subordinate identities. As a consequence of this
interdependency, the recruits are naturally confronted with the military
esprit de corps. The value of the group is simply superior (Winslow, 1999).
Therefore, it is not likely that the recruits behave detrimental with respect to
the sense of belonging. It appeared that there is a good chance that the
strong sense of esprit de corps together with conflicting instruction ordered
top-down, might eventuate in the paradox called double binds (Bateson,
1972): a situation in which 'the victim' receives contrasting injunctions from
different parties or one and the sarne party, and of which one can hardly
escape. Ignoring or denying is often one of the only options left for the
victim. In particular in an institution such as the military organisation where
'orders' are 'the order of the day' and allegedly complied with, these
conflicting injunctions probably occur from time to time.
Many fellow recruits joining forces does not naturally mean that one is to
bring the training successfully to an end. Oddly enough, nearly half of the
total number of recruits who enrolled withdrew at some point in time
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during the four months. It remains unaccounted for though, whether or not
this can be imputed to deficient information dissemination prior to
registration, to a misconceived estimation of the training's intensity, or
perhaps to the recruit's personality, as Lang (1965, p. 850) once indicated
"that a military career is more attractive to persons with authoritarian
tendencies who perceive the military setting as consonant with these
dispositions."
Reverting to the central question regarding intergroup behaviour concerning
ethnic minorities and majority group recruits in an army training platoon,
brings me back to the two fundamentally different approaches one can be
led by as against ethnic minorities. Marginalization or acknowledging social
categories are opposites herewith, here considered from an individualistic
perspective. Some of the instructors carried on repeating that 'everyone is
green, especially in this organisation,' since everyone serves the same
country and goal. By constantly disregarding social categories and
simultaneously emphasizing the recruits' resemblance, apparently the
assimilationist is more approximated than the multiculturalist approach.
The degree of visibility a token normally experiences depends on the kind of
organisation, division, or function one fulfils. Although the military
organisation is one in which everyone is supposedly "green", ethnic
minorities 'in green' are still a percipience out of the ordinary, or, in other
words, among the few. There were not many ethnic minorities in the Second
Platoon. Yet, those that were, were instantly visible, in spite of their military
uniforms. As for the perceptual tendencies related to tokenism, it turned out
that the ethnic minorities themselves did not experience any performance
pressures, the feeling of being unusually eye-catching or stereotyped. After
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initial requirements from their fellow group members where they were
from, the subject "of being different" did not surface strikingly anymore,
apart from a few ethnic jokes. One needs to be mindful, however, since there
is a thin line between merely jokes and jokes that can turn into insults and
exclusion.
The situation might have been completely different in another platoon,
perhaps on standby or while being deployed. Sion (2004) claims that during
the deployment she observed a clear separation of ethnic minorities and
majority group members together with a pronounced antagonism aimed at
Moroccan-Dutch service men. For obvious reasons this difference is among
other things attributable to the numerical distribution that is no longer a
skewed group, but more likely a tilted one when deployed. Adapting the
group identity (i.e. the military identity) is not that effective anymore. In
addition, it is not inconceivable that holding on to onés ethnic identity
becomes more relevant and desirable in an environment surrounded by
other cultures and in perhaps endangering circumstances.
On the contrary, pertaining to the phenomenon tokenism, the Dutch-
Antillean female recruit did mention that being woman probably give more
rise for visibility and contrast within the group. This may be true, especially
since the training for a large part is constituted of many physical elements. It
turned out that this put an insurmountable performance pressure on
women, as they wilfully tried to measure up to their male fellow group
mates in achieving the standards that were set for males, other than the
experiences of ethnic minorities. These findings are in line with Yoder,
Adams and Prince (1983), who studied female cadets entering United States
Military Academy at West Point. There, it was also the physical area of cadet
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development, which eventuated in the strongest performance pressures felt
by women. In addition, the only female sergeant in the Second Platoon (and
the Bravo Company at large) was rather strict and tough, nevertheless, she
gained al lot of respect due to her knowledge and the top condition she was
in. According to Kanter (1977) a minority receives a lot of respect when he or
she excels in his or her achievements. Although I mentioned before that boys
simply need to become men, it seems that especially women need to become
men in order to get some recognition from their male colleagues and
subordinates.
As for limitations and recommendations for further research, it first of all
needs to be mentioned that although identifying with a diverse group is
harder (Fiske, 2004), due to the unique togetherness that is experienced in
this specific context, ethnic identity takes in a subservient position in the
basis military training. Since the transformation into becoming a service man
(woman) is continuously emphasized in the basic training, this identity is
what prevails during these first four months. The superordinate identity of
being a future soldier within the Netherlands army facing the protracted
hardships together goes beyond ethnic boundaries in most cases. Further
research will have to demonstrate whether or not multicultural attitudes,
intergroup behaviour will be divergent within troops on standby or during
deployment. In addition, the degree of predominant identities together with
the distribution of various minorities as such, will affect group behaviour
without a doubt. Previous studies have demonstrated that majority group
members may think very difterently about various ethnic groups and
evaluate them according to a certain hierarchy (Verkuyten et al., 1996). Since
majority group members -on average- find Moroccan Dutch the least
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positive (Gijsberts, 2005) and society's key issues mainly revolve around
Muslims and Islamic radicalization, the absence of Muslim recruits induces
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4 Dutch-Muslim troopers during peace operations in Muslim
societies
A study on the identity and cultural frame switching of
Dutch Muslim troopers
Ózgiir7Q is a 27-year old Dutch-Muslim Armoured Infantry corporal and was
forrnerly deployed to Bosnia. Throughout his deployment he worked as a chauffeur.
During one of his rides to Sarajevo, his commander had an encounter with some
locals, also Muslims. Although ~zgi~r was supposed to waít in the car for his
commander to return, he decided to get out. Whilst his commander zvas introducing
him to the local man, he himself irnmediately kissed the old rnan's hand and placed it
on his head. A simple traditional custom intended to show one's respect to the
elderly. The old man broke down in tears, put his arms around Ózgur and started to
kiss him. The commander in charge did not have any clue and initially nsked what
on earth was going on. His corporal told hirn later on, explaining that it is tradition
in their culture.
(staternentfrom one of the interviews with a Dutch Muslim trooper)~~
19 The names in this article have been changed for reasons of anonymity.
z~ The interviews in this study have been carried out together with a master student
Organisation Studies from Tilburg University, Fatima Ait Bari, who I herewith
would like to thank for her efforts, ideas and cooperation.
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4.1 Introduction
A study conducted in 2004 (Soeters et al., 2004a, 2004b) revealed that Dutch
and Turkish armed forces manifest marked differences in the interaction
with the local populations in areas of operations, such as Afghanistan and
Kosovo. The attitudes and behaviour of both contingents differed
considerably. Whereas Dutch troopers at times gave offence to the local
population whilst sunbathing half naked, doing sports in shorts and easily
interacting with the other sex, the Turkish troopers endeavoured to
approach the locals more emphatically. However, they first had to convince
the local population of their non-Russian or non-American descent. By
reciting Koran verses they proved their Muslim status. Accordingly, their
cultural background, historical and religious knowledge gave them easy
access and the possibility of bonding and bridging with the locals.
The authors brought their arguments to an end by positing the question
whether or not Dutch troopers with a Muslim background would benefit to
the Dutch peace operations, which predominantly take place in Muslim
societies, such as Afghanistan and Iraq. Especially since current
deployments are apparently less about waging war and more about
engaging and interacting with local populations with (post-war)
reconstruction-pu rposes.
Besides this distinct contextual fact, a second cause for this particular study
relates to current conflicts between 'modern' and 'traditional' cultures.
Differences between norms and values postulated by different ethnic groups
have come to the fore as societies become more and more multicultural.
Terrorist threats hovering over the US and Western European countries
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cause anxiety and polarization in many countries. While ethnic minorities
have been a generic category in the debate upon integration worldwide -and
in the Netherlands- for years, this general category seems to have become
lost in the mists of time. In contemporary societies it appears to have shifted
towards a discussion about Muslim immigrants only, which indicates the
importance of studying Muslim21 troopers even more.
Netherlands' history and demography has caused certain inhabitants to hold
two nationalities. Although this may be understood as a cultural
enrichment, having two nationalities can also imply compromising between
two different cultures, as current political debates dispute22. In relation,
psychologists have examined multiple identities and the subsequent cultural
frame switching processes in differing contexts (Hong, Morris, Chiu, 8z
Benet-Martinez, 2000; Verkuyten 8z Pouliasi, 2006). Regarding the military
context, questions concerning their double identities and supposedly double
loyalties have often been posed, however, they have only rarely been
studied.
Years ago Barth (1969) already argued that it is at the boundaries of ethnic
groups, where ethnicity becomes even more significant. Being deployed and
being confronted with other ethnicities, cultures, norms and values is just
21 It is acknowledged that many differences exist between different groups who
profess the Islamic faith. However, separating these groups within the Dutch armed
forces does not suffice in conducting this study as the number simply becomes too
small.
zz In March 2007, the political debate in the Netherlands upon maintaining double
nationalities blazed up highly on the initiative of the political party Party for
Freedom (PW). The newly installed Dutch cabinet holds two Secretaries of State
(Nebahat Albayrak and Ahmed Aboutaleb) who have both a Dutch as well as a
Turkish or Moroccan nationality respectively. According to the PVV this implies a




the situation in which those boundaries appear. There, the contrast between
western and non-western customs becomes manifest. This is also
recognizable in the above described case. It portrays a situation in which a
Muslim trooper's cultural heritage is conveniently utilized. Switching
between his cultural identities appears to be opportune for this particular
respondent.
Cultural awareness and knowledge, as for instance in the above mentioned
case, may yield all sorts of benefits. Nevertheless, detrimental consequences
also need to be considered as it can eventuate in rather precarious situations,
in particular when safety issues are at stake and thus asks for an area of
special attention. The variety of socio-cultural identities in a military context
in which Dutch Muslim troopers are being deployed to Muslim regions,
suggests a complex two-sidedness structure, which I will try to elucidate in
this chapter. The central question herewith is:
What are the merits and demerits of multiple identities of Dutch Muslim troopers
whilst being deployed to Muslim societies? In what way do Dutch Muslim troopers
switch between cultural frames, when closely interacting with local Muslim
populations on the spot?
4.2 A framework for studying Dutch Muslim troopers in Muslim
societies
A multitude of factors are involved in studying the management of multiple
cultural identities of Dutch Muslim troopers during their deployment. This
theoretical framework aims to elucidate the principles that underlie the
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central question of the study. As it initially refers to the complexity of
multiple identities the troopers are confronted with, these will first be
outlined.
4.2.1 Ethnic identity
Huntington defines identity as "an individual's or a group's sense of self"
(2004, p. 21). Ethnic identity subsequently holds aspects as self-
identification, the degree in which people perceive belongingness,
commitment and shared values (Phinney, Horenczyk, Liebkind, 8s Vedder,
2001). Social identity theory (Tajfel 8z Turner, 1979, 1986) is relevant
herewith, as this theory is based on categorization, identification and
comparison. One's (ethnic) identity can differ by internal or extemal
definition. It is actually all about ascription, this may be internally by
individuals themselves (identification). Individuals consider themselves
belonging to certain groups and not to others. On the other hand, it may also
proceed extemally, that is, of individuals by others (categorization).
Consequently, others may ascribe individuals to social groups to which they
would not consider themselves. Hence, it is in the interplay between internal
and extemal definitions where ethnic identity is constructed (Jenkins, 1994,
2004; Toyota, 2003).
In the context of Dutch Muslim troopers, their identity can be distinguished
between ethnic and religious identity. Relations between these two identities
and with the national identity are often studied (e.g. Verkuyten 8z Yildiz,
2007). However, it can also be understood as a wide-ranging all-embracing
concept. Subsequently, it comprehends natiottal, cultural, racial and religious




Although Barth argued long ago (1969) that individuals have the capacity to
change their ethnic identity, this characteristic is relatively limitedly
recognized in contemporary literature (Y. Y. Kim, 2006). The environment
seems to be directive herewith, as for instance, interethnic occurrences befall
more and more. Relatedly, Phinney et. al. (2001) concentrated on the
changeable character of ethnic identity. They suggest that ethnic identity
and the relationship with adaptation should be interpreted from an
interactive perspective. They refer to the interaction between immigrants'
characteristics and the responses to these characteristics of the majority
(receiving) group. When assimilation is highly valued (or even enforced) by
the majority population, it is likely that the national identity becomes rather
strong. Likewise, when pluralism is valued and immigrants have the desire
to hold onto their identities, ethnic identity will be strong. However, in case
of real or perceived hostility toward certain ethnic groups, as for instance
towards immigrants nowadays, behaviour becomes twofold; some may
choose to reject their ethnic identity, others may choose to deal with this fact
by means of reverting to their ethnic identity and cultural group (Phinney et
al., 2001).
4.2.2 Muslim identity
Ethnic identity is more than just the mere indication of one's origin. It
comprehends cultural and religious aspects too. In particular the mixture of
these two is of relevance here. Describing the "Muslim identity" is hardly
possible though, as it concerns a wide-ranging, comprehensive, varied
experience of a religion and philosophy of life (Tibi, 2002). From an external
perspective, it can be said, however, that people do tag labels on social
categories and perceive those categories in particular clear-cut ways
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(Jenkins, 2004). Nevertheless, as mentioned above, it also regards an internal
matter. From this point of view, it contains the subjective identity experience
that Dutch Muslims have themselves. Furthermore, "clearly the identities of
Europe's Muslim populations are not fixed, but vary across time and place.
In the short term, identity appears to be situational, whereas in the long
term, some aspects of identity are maintained while their content changes"
(A1Sayyad, 2002, p. 11).
According to Phalet, Lotringen and Entzinger (2000), in the Netherlands the
Muslim identity is closely interrelated to the minority position Muslims find
themselves in. Identity formation (in case of ethnic minorities) has much to
do with understanding and accepting onés own group, considering the
lower status and prestige in society (Phinney, 1996). Belonging to an ethnic
group that is topic of news coverage worldwide and often discredited, for
obvious reasons engenders the feeling of being pigeon-holed and labelled.
Accordingly, "us-against-them" feelings are now easily engendered (Y. Y.
Kim, 2006).
In this respect, Goffman (1968) has written about stigrnatized and spoiled
identity, referring to the socially "abnormal". He differentiates between
demands and assumptions people make of others (virtual social identity)
nnd the characteristics that are actually attributable to these 'others' (actual
social identity). This is closely linked to stereotyping. The public image, very
much influences the perceived individual in different ways of treatment or
response. Being a member of a group with a'devalued' identity, may "lead
people to become oversensitive to the behaviour of others and to how they
are treated" (Chryssochoou, 2004, p. 21). Since Muslims are reluctantly
accepted in the Netherlands (Sniderman et al., 2003), this makes one wonder
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in what way Dutch Muslim troopers manage in different circumstances
whilst applying different identities.
Although previously, literature mainly focused upon ethnic identity as an
inviolable human trait, today interethnic relations and resulting
transforming identities are more and more acknowledged (Y. Y. Kim, 2006).
Before elaborating upon the dynamics of multiple identities, I will first
outline some of the contents of the two contradictory cultures; that is
western vis-à-vis Euro-Islamic culture.
4.2.3 Different cultures?
As it is all about Dutch Muslim troopers in this chapter, the two concerning
cultures will be centred upon here. However, first of all it is acknowledged
that it may be misleading to interpret both cultures in general, as they are
both multifaceted and display a variety of distinctions, sub-societies, and -
cultures. Hence, questions such as "does westerrz culture actually exist?" or "is
there something like a Muslim culture?" will be passed over, simply since the
indication of both, facilitates our understanding.
As for the 'Dutch culture', this relates to 'western' culture in general. The
'Muslim culture' on the other hand, explicitly refers to the 'Euro-Islam' and
more particular to the Dutch Islam. According to Tibi (2002, p. 37) the
concept of Euro-Islam "is intended to provide a liberal variety of Islam
acceptable both to Muslim migrants and to European societies, one that
might accommodate European ideas of secularity and individual citizenship
along the lines of modern secular democracy." Because all troopers have the
Dutch nationality and for the larger part are born in the 1Vetherlands,
traditional values and norms have at least in part blended with Dutch values
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and norms. However, generalizations are still hard to make, due to the
geographical variety of their origins (Lubeck, 2002).
In order to describe and apprehend the differences between both cultures,
some of the main characteristics will be outlined here. One of the
distinctions prevailing in contemporary literature regarding both cultures
refers to so-called independent and interdependent self-construals,
respectively referring to Westem cultures and non-westem cultures (Markus
8z Kitayama, 1991; Yamada 8z Singelis, 1999). The 'independent self' is
inclined to perceive itself apart from its social roles or relationships, whereas
the 'interdependent self' is construed upon tight linkages with societal roles
and relationships, a distinction that closely resembles individualism and
collectivism.
Although research has yielded various characterizations of cultures, the
distinction Triandis (1995) makes between individual and collective cultures,
suffices for the research objectives of this study. Individualism, typical of
western (Dutch) culture relates to "loosely linked individuals who view
themselves as independent of collectives; are primarily motivated by their
own preferences, needs, rights, and the contracts they have established with
others; give priority to their personal goals over the goals of others; and
emphasize rational analyses of the advantages and disadvantages to
associating with others" (Triandis, 1995, p. 2).
Collectivism on the other hand, relates to the more traditional cultures
(Euro-Islamic), which is defined by Triandis (1995, p. 2) as "a social pattern
consisting of closely linked individuals who see themselves as parts of one
or more collectives (family, co-workers, tribe, nation); are primarily
motivated by the norms of, and duties imposed by, those collectives; are
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willing to give priority to the goals of these collectives over their own
personal goals; and emphasize their connectedness to members of these
collectives".
Nevertheless, this characterization of westem and traditional cultures,
individualist and collectivist respectively, does not imply that there are no
individuals with collectivist features (allocentric) in western cultures. This in
turn also applies to individuals who are individualistic (idiocentric) in more
traditional, collectivist cultures (Triandis, 2006).
In Islamic culture, the strong feeling of togethemess and structure that is
based upon tight linkages, takes shape in the notion of Ummah (Ahmed,
1988, 2004; Lubeck, 2002), which is literally translated as 'the community of
believers'. However, it is actually more extensive and relates to a unity
among the Muslim community that transcends boundaries, a kind of
worldwide brotherhood.
A community that transcends boundaries also relates to the concept of
trarisnationalism. This concept argues that there is no such thing as national
identities. In general, it refers to the multiplicity of ties and interactions that
link people, organisations and institutions together beyond national
boundaries (Vertovec, 1999; Welsch, 1999). Due to immigration,
globalization, and new technologies, these boundaries are easily surpassed
(Kumar, 2002; Vertovec, 1999). Hence, cultures and related identities are not
fixed. In this respect Hannerz (1992) has described culture as complex
systems that continuously change, sometimes as a whole, sometimes partly.
This may evolve in a reversible as well as in an irreversible manner.
Reverting to cultural differences, another difference may relate to differences
regarding communication. Hall and Hall (1990) have distinguished high and
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low context cultures. According to the authors, high context cultures refer to
cultures in which communication involves a lot of 'unspoken' meaning that
is transferred during the communication and interaction. Unspoken in terms
of indirect meaning, body language, and extensive narratives, which avoid
approaching the essence too bluntly. Low context communication on the
other hand refers to communication in which people rely in particular on
explicit speech rather than other indirect factors. Usually this kind of
communication is labelled as direct and straightforward. The first is typical
of non-western cultures, whereas the latter, low context culture is more
characteristic for western cultures and communication styles.
Nevertheless, although there are distinct differences between these ways of
communicating, intercultural communication also takes place when the
Dutch Muslim troopers interact with the local populations. The cultural
background of the involved actors plays a significant role herein. "The
greater the difference between senders' and receivers' backgrounds, the
greater difference is in the meaning they attach to particular words and
behaviours" (Adler, 2002, p. 75). Besides the cultural background,
sociocultural, psychocultural and environmental circumstances also
influence the communication process (Gudykunst 8s Kim, 1997).
For Dutch Muslim troopers, it is somewhere between these two extremes
where they have to find a balance between this independent loosely linked
individual, more used to low context communication and the
interdependent collective self, more used to high context communication.
This becomes even more complicated regarding the context, in which this
study is set, since it concerns Dutch Muslim troopers, deployed amongst
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mostly majority group colleagues and exposed to Islamic cues in Muslim
societies.
4.2.4 Multiple social identities
Brewer (1991) holds forth that a social identity is not simply equivalent to
the membership of a particular social group or category. "Membership may
be voluntary or imposed, but social identities are chosen. Individuals may
recognize that they belong to any number of social groups without adopting
those classifications as social identities" (Brewer, 1991, p. 477). In alleging
this, she supposes that one chooses his or her own social identity. However,
as a social identity can also be ascribed by others to an individual, this does
not always hold.
Contrarily, Jenkins (1994) argued that all human identities are social
identities. Hence, ethnic identity is also to be understood as an example of
social identity. Therefore, being Dutch, being Muslim and being serviceman,
comprehends multiple social identities. Taking this as a point of departure,
the relationship between these identities needs to be contemplated. In this
respect, Brewer (1999) has posited ways in which the relationship between
different social identities might be negotiated (subjectively) by the
individual. Figure 4.1 indicates these situations.
1. Separate identities - A or B
A
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2. Compound group identity ~ joint membership - A and B
~ ,~A B
~
3. Nested identity - A or B I A
A
Figure 4.1 Experienced relationship between social identities (Brezver, 1999)
The first picture depicts the situation in which two identities are perceived
as separate aspects of the self. Although the individual is aware of having
both identities, they are not engaged simultaneously. This is for instance the
situation when someone consciously distances oneself from his or her ethnic
identity and claims not to feel related to his or her descent.
The second figure refers to a compound group identity and relates to a joirit
membership of both groups, thus being part of the ingroup when one shares
membership in both group A and B. Depending on the situation one finds
oneself in, one switches between the two (or more) identities one has. This
for instance applies to Dutch Muslim troopers, who relate to both their
Muslim as well as their Dutch identity, depending on the context. In this




The third figure is about a dual identity also, however, it concerns nested
identities, which differentiates between a superordinate (A) and a
subordinate identity (B). In this case, both identities (Muslim identity as well
as that of a Dutch serviceman) are internalized by the individual and are
fully integrated.
According to Brewer's optimal distinctiveness theory (1991), one's social
identity is derived from social motives. One the one hand, individuals aim
for inclusion (validation and similarity to others) and on the other hand,
they express the need for differentiation (uniqueness and individuation).
Thus, if inclusion is high, differentiation is sought-after. If differentiation is
abound, inclusion is desired. This is applicable to the third figure, where the
superordinate identity satisfies the inclusion need, if in any case
differentiation is desirable, the subgroup identity is postulated. "At the
superordinate level, all members of group A are ingroup members,
regardless of whether they are members of group B or not. At the
subordinate level, however, only members of group B who are also members
of group A constitute the ingroup" (Brewer, 1999, p. 190).
Context dependency is clearly in order here. Some identities are activated at
particular times and not on others. Both dual types, 2 and 3, may indicate
the relationship between the identity of being a Dutch serviceman (A) and
the identity of being Muslim (B). Nevertheless, not just ethnic minorities are
confronted with multiple cultures from which they can compose their
identities, actually all individuals living in multicultural societies have these
contingencies (Kumar, 2002).
According to Toyota (2003, p. 302) multiple identities may become rather
troublesome "when situated within the bipolar framework of migration, that
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is, the societies of origin and settlement; especially when origin is associated
with 'local' and 'primordial', and settlement with 'global' and 'postmoderri ".
Chryssochoou (2000) has indicated the challenge of studying multíple
identities and the possible incompatibilities between these identifications in
multicultural societies. In the next section, the way to deal with these
identifications will be elaborated.
4.2.5 Cultural frame switchin~
Being brought up in-between cultures irrevocably requires interaction
between different cultures, which are intemalized by the individual. Yet,
this does not necessarily imply that these two different cultures are
intermingled. Besides, "absorbing a second culture does not always involve
replacing the original culture with the new one" (Hong et al., 2000, p. 710).
The subsequent psychological process, with which these individuals are
confronted, is called cultural frame switc)2ing and is visually depicted below
(Hong et al., 2000).
Cultural Frame A ;~`~ Cultur~al Frrime B
~ ~ Mindser
L




The different cultures may take turns in an individual's mindset, thoughts
and feelings and may differ in varying contexts, i.e. private and public. Even
if particular cultural construals diverge, one is able to have internalized
them both and apply them interchangeably or make use of one's "third"
emerging culture (Benet-Martinez, Leu, Lee, 8t Morris, 2002). Thus, it is
conceivable that one cultural frame is prevailing, whilst the other frame is
actually temporarily being "masked," or that one chooses to compromise
between both cultures.
These moments of switching may be called existential moments (SBderberg
and Wedell-Wedellsborg, 2008), in which one is forced to choose between
multiple identities, which are at that time never parallel and equally
important, but ordered hierarchically. They occur when individuals respond
to cues in their environment. These cues entail symbols, language and
particular cultural icons associated with one culture or the other and often
elicit frame switching. A Dutch-Muslim trooper may approach a local man
during his deployment in an Islamic traditional manner, followed by an
explanation for his Dutch commander who does not understand the cultural
habit he just witnessed.
Several studies have indicated the relationship between cultural frame
switching and group identification, which in turn influenced self-
evaluations, self-descriptions, and cultural attitudes (Cheng, Lee, 8t Benet-
Martinez, 2006; Hong et al., 2000; Verkuyten 8s Pouliasi, 2006). However,
these psychological studies are all quantitative in nature and restricted
themselves to cognitive measures. Additionally, there has only been little
attention for instances in which social identities may be adaptive to differing
contexts (Pittinsky, Shih, 8z Ambady, 1999).
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Contrarily, L. S. Kim has qualitatively studied identity switching processes
by focussing on the relationship between language and socio-cultural
identities. According to L.S. Kim (2003, p. 153) "identity is (...) a
multilayered, nonunitary, and complex construct, which is highly dependent
on the contexts of interaction." Additionally, Hong et al. (2000) indicated
that it is most important to consider the relation between the two concerning
cultures, as antagonism between cultures may change the processes of frame
switching. (Euro)Islamic culture and West European culture do bring along
a certain area of tension, where traditional norms contradict the Western
'postmodern' norms and values (ELTMC, 2006; Phalet et al., 2000; Sniderman
et al., 2003). This fact further complicates the situation in which Muslim
troopers find themselves. It is thus indispensable to possess the capability of
managing the plurality of identities, differing and conflicting demands one is
confronted with.
This is something that clearly surfaces in Sdkefeld's (1999) anthropological
portrait of Ali Hassan, a Shiite from Gilgit, in northern Pakistan. In this case
different values belonging to different identities were reconciled time and
time again. The area Ali Hasan lives in is characterized by a variety of
dimensions, such as religious affiliation, qám (quasi-kinship group), clan and
kinship. These particular dimensions simultaneously engendered a complex
structure of different identities Ali Hasan had to manage.
A religious conflict between Shiites and Sunnis had polarized Gilgit for
years, in the course of which both groups accused each other of being kuffár
(infidels, indicating to be "no real Muslims") and were unwilling to eat any
meal that included meat that was prepared by the other.
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Although Ali was convinced that Shiites were in the right, he took in a rather
independent position. Nevertheless, by making his way through life, he was
continuously faced with the different identities that formed different
"compartments" of his individual being. Q~m, kinship and religion, the basic
contradictory identities, constantly took in different positions, depending on
the situation in which he found himself and the people he was associating
with.
The story in which this identity switching surfaces markedly, relates to a
wedding of Sunni relatives Ali Hasan is attending. He is confronted with the
dilemma of eating the Sunni prepared meal and being loyal to his kinship
and qám or leaving the wedding without being served a meal and being
loyal to his religion. Eventually he chooses to leave before the meal is being
served, his way of managing his multiple identities.
4.2.6 Deployment in Muslim societies
As mentioned before, military operations nowadays have shifted from the
traditional conduct of war towards more humanitarian and peacekeeping
operations. The teams operating in such circumstances are often
multicultural, i.e. forces from different countries representing different
cultures (Elron, Halevy, Ben-Ari and Shamir, 2003). However, there are
more cultural processes involved in such operations. Interaction and
communication with the local population is essential herewith. Duffey
(2000) argued that the relevance of culture to a large extent has been
disregarded up until now, as little has been written about cultural awareness
and -isues in contemporary conflict resolution.
Today's missions are composed of international networks of military forces
often cooperating under the umbrella of the United Nations, NATO, or
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regional organisations. It is not alone in this international collaboration
where cultural issues become valuable or contestable. Interaction and
communication involve the local population in present-day peacekeeping
also (Rubinstein, 2003). "Consent will be promoted if the parties feel
understood and are made shareholders of the peace process; intervention
will be viewed as legitimate if the international community invests time to
understand and support the local resources and institutions" (Duffey, 2000,
p. 149). In this respect, Duffey (2000) refers to the UN peacekeeping mission
in Somalia, where cultural incomprehension increased (the risk of) large
armed confrontations, mistrust by the local population and excessive levels
of racism by some of the troops present. Thus, in order to operate effectively,
it is essential that troops operate with a certain understanding of the cultural
structures in peace operations (Rubinstein, 2003). This is in force in
particular when the operation involves a non-Western adversary. "A failure
to understand foreign cultures has been a major contributing factor in
multiple national-security and intelligence failures" (McFate, 2005, p. 25).
In the Netherlands, a cultural training is part of the standard curriculum for
everyone who is to be deployed, including as much as the basic knowledge
of the cultural heritage, local customs, mentality, and desired
communication skills of the country they will be deployed to. Feedback from
the participants of these trainings, indicate a general appreciation of the
cultural awareness skills. However, it is acknowledged that it is difficult not
to offer an image that is too simplified and stereotypical of the local culture
and population (Gooren, 2006). Dutch Muslim troopers are likely to have
this cultural intelligence (Triandis, 2006) naturally at their disposal. It would
appear to be self-evident to use cultural intelligence, as a source of know-
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how, competencies, and skills, in the criteria that are used in selecting
specific peacekeepers to be deployed. However, this is for the larger part not
in effect within the Dutch defence organisation.
4.3 Methodology
4.3.1 In-depth interviews
The objective of this study is to elucidate the dual socio-cultural identities
and cultural framing processes Dutch Muslim troopers are confronted with,
whilst being deployed to Muslim societies. Previous studies addressing
these phenomena are mostly psychological and utilized experimental
research designs (Benet-Martinez et al., 2002; Cheng et al., 2006; Verkuyten
8s Pouliasi, 2006). This study will qualitatively approach the subject of dual
identities and cultural framing processes, by means of in-depth interviews.
Considering the fact that the subject is rather sensitive and multi-faceted,
interviews are a means to "capture the multitude of subjects' views of a
theme" (Kvale, 1996, p. 7). Besides, it is possible to go beyond superficial
appearances and provides a profound meaning of the context (Lee, 1993).
Therefore, semi-structured interviews have been conducted in order to
untangle the complexities that are interwoven with Western and Euro-
Islamic cultural frames.
The interviews were guided by some topics, but were constructed more as a
discourse, which was not fully controllable and hard to replicate (Baker,
1999). Beneficial to this approach, was the liberty that was given to the
participants to give their own opinion and thoughts upon the subjects that
were put forward.
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A pilot interview was carried out, after which some of the topics were
removed and some were enclosed. Interview topics mainly addressed
encounters the Muslim troopers had with the local population during their
deployment in Muslim regions. In order to gain insight in cultural framing
processes, central herewith, were interaction and communication
experiences and styles, possibly navigated by particular cultural and
religious ways of approaching these 'locals'. In what way did they act,
according to more western standards or based upon their cultural or
religious knowledge? How did they perceive and experience the fact of
being Dutch-Muslim in an Islamic country? What did they perceive as
difficult or easy? How were they approached themselves by these people?
Were there any differences with their majority group colleagues and was
their specific knowledge utilized during the mission? (See the appendix for
entire topic list).
4.3.2 Participants
In total nineteen interviews were conducted, together with a co-
interviewer23. Five interviews were conducted jointly, nine interviews were
conducted separately by the co-interviewer and five by me. Although the
research intentions beforehand focused upon Muslim troopers that were
deployed recently, it turned out that the registration system could not
provide this kind of information. Therefore, we approached the
Multicultural 1~letwork Defence organisation (MND)z~ asking for
2' Master-student Organisation Studies, Fatima Ait Bari. Thesis: "The Dutch-Muslim
Approach? A study into intercultural experiences of Dutch-Muslim troopers during
deployment in Muslim societies."
29 The MND is founded in order to optimize public support (together with other
network organisarions) for (cultural) diversity within the defence organisation and
accordingly contribute to a positive diversity climate.
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respondents who met our criteria. This was followed by snowball sampling,
simply asking to a respondent if he or she knew names of other people
whom they knew had the same characteristics (Baker, 1999). Consequently,
not all respondents were deployed very recently. Below some of the
characteristics of the respondents are displayed.






Q5 3Moroccan 9 Afghanistan 3 High 4 Navy
Turkish 5 Iraq 4 Middle 6 Army










Fourteen respondents were deployed several years ago to Bosnia, where
Croatian, Serb, and Muslims were in conflict. Three respondents were
deployed to Afghanistan (of which one respondent had also been deployed
to Bosnia), and four to Iraq (of which one respondent had also been
deployed to Bosnia). Of these nineteen respondents, most were soldiers or
non-commissioned officers, four females and two (militarized civilian)
interpreters. Meanwhile, three respondents had left the organisation because
of personal reasons, career motives or a labour dispute. All four forces were
included, however, the army was clearly overrepresented. This
insurmountably eventuated into a very heterogeneous group, which
consequently offers only explorative findings. For obvious reasons, all
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names of the respondents that are used in this chapter have been changed in
order to guarantee anonymity to the respondents.
4.3.3 Non-response
Respondents themselves were not always keen on participating. Out of the
twenty two intended interviewees we approached, there were evident
difficulties in reaching three respondents. One of them agreed to cooperate,
after having convinced him time and time again that everything was strictly
anonymous, and questions were to be answered of one's own volition.
However, he cancelled the arranged interview as far as two times without
any distinct reason. Henceforth, we did not get any response anymore. The
phone was not answered or it was answered by someone else who persisted
to have the respondent return the phone call. Obviously, this never
happened. Another respondent who had also agreed to meet was not
traceable anymore when the specific location was asked for. Voicemail
messages did not suffice in arranging a new date to meet. The third
respondent had similar voicemail 'issues'. At first he intended to cooperate,
however, subsequently we never got hold of him again.
I exchanged ideas about the difficulties in approaching new respondents
with one of the nineteen interviewees. He was not at all surprised. He
alleged it was all due to the fact that Muslims in general do not like to be
addressed on account of 'being Muslim'. In particular since all that is
discussed nowadays, revolves around the negative coverage of this identity.
4.3.4 Data analysis
All interviews were digitally recorded after which they were fully
transcribed. The sizeable database has gradually been narrowed down.
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Initially the co-interviewer and I have applied open coding techniques in
order to arrange the data. By making use of Miles and Hubermari s(1994)
qualitative analysis methods, a data-matrix has been drawn up. First of all,
the data has been arranged in order to obtain a relevant answer to the
research question. The transcribed interviews have been read and reread in
order to acquire relevant fragments. Subsequently, these fragments have
been labelled so that the information could be reduced. The text fragments
with accompanying labels were placed in a matrix along the rows that
encompassed the respondents. According to Miles and Huberman (1994)
this meta-matrix should include all relevant data. Subsequently, patterns
were searched for, which will constitute the foundation for results that are
described in the next section. Below the number of citations of the
respondents are presented, that are used in the next section.
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Table 4.2 Nurnber of citations used
Multiple Cultural Merits - Conflicting





















Several studies allege that intercultural interviewing may press upon the
openness and veracity of the respondents' answers (Andersen, 1993). It is
claimed that respondents are less willing to tell everything they think and
feel about the questions posed to an interviewer from a different ethnic
category. Even more when these questions concern a`racial' matter
(Gunaratnam, 2003). Although these 'race-of-interviewer-effects' are
contested, it is perhaps not unnecessary to mention on this account that the
co-interviewer herself was of Moroccan descent and acquainted with the
Islamic faith. Prior to the interviews, I myself was aware of possible
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particular limitations my 'outsider-status' would create in this context, as I
experienced in the previous field study also (see chapter 3). Surprisingly
though, the respondents often reminded me of my 'non-Dutch' appearance.
They were interestedly inquiring after my ancestry, since I myself far-away
have Indonesian blood running through my veins. Both of these
unintentional interviewer characteristics likely reduced the 'race-of-
interviewer-effects' that are brought about in intercultural interviewing.
Last, it needs to be mentioned that the mere sensitivity of the subject as such
is likely to bring about social desirable answers. However, one of the
characteristics of in-depth interviewing is the possibility of uncovering these
sensitive underlying feelings, perceptions and opinions by entering into
those reserved answers at length. By providing privacy, confidentiality and
a non-condemnatory atmosphere, a feeling of trust can be brought about
(Lee, 1993). Accordingly, it has been attempted to create such an atmosphere
during the interviews. In this respect, it was noteworthily that during the
interviews the respondents at times did not answer certain questions or
mentioned not to have experienced presented situations. This concerned for
instance questions regarding their approach towards the local Muslim
population and conceivable different approaches applied by their majority
group colleagues. However, as the interview continued, most often this topic
surfaced again at a later point in time, in an example initiated by the
respondent that indicated that they indeed perceived a marked difference in
their used methods. This at least demonstrates the sensitivity and
complicated nature of the subject, but also that the interviews proceeded
well in the end.
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4.4 Results
4.4.1 Multiple identities
As argued before, there are different ways in which an individual can
subjectively manage his or her multiple identities. Concerning this study,
Muslim troopers experience simultaneously having a Muslim identity and a
Dutch military identity. T'he ways in which these identities manifest itself,
differs though. Although they are confronted with dual cultural identity
management matters both within as well as outside the defence fences, they
experience it even more when being deployed to a Muslim region, where
they face ethnic boundaries. It needs to be mentioned that the respondents
differ in region they have been deployed to.
Some of them have been sent off to Iraq or Afghanistan and others have
been deployed to Bosnia, where the nature of the conflict and composition of
the local population dissents to such an extent, that the management of
identities varies to the same degree.25 It is difficult to specify the way in
which identities are managed.
At the least it can be concluded that it is very much context dependent
whether an identity may be salient or not. In the main, if not enclosed in an
'unusual' situation, most respondents clearly stated to be first and foremost
a Dutch service man.
u In Afghanistan approximately 990~0 of the local population is Muslim, of which the
majority is Sunni and the minority Shiite. Iraq holds approximately 97o~o Muslims in
their population. Although it is disputed, western sources indicate a majority of
Iraqis as Shiites and a minority of Sunnis. Bosnia on the other hand was in those days
characterized by an other type of conflict, which implied an ethnic conflict between
Serbs (310~0) and Bosnian Muslims (44o~o).
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Saïd, who was deployed to Bosnia and Afghanistan stated the following on
this account:
"I went there primarily as a serviceman. The Dutch nationality is
simply my nationality. Being Islamic is my religion. I've always said
that if by any chance 1 can't go some place because of my religion, 1
will quit. That's a choice you have to make. If you think that you will
run into troubles in an Islamic country because of your Islamic
religion, you have to leave. 1'm quite easy with those things. For me it
doesn't matter whether I'm in an area of operations where Jews,
Christians, Muslims or Hindus live. The problem remains the same.
You are in a country where there is no stability and where you lTave to
create i t. "
Ryan, a Dutch-Surinamese sergeant formerly deployed to Bosnia, phrased it
as follows:
"I have been sent off that way as a Dutch serviceman to do my job. If
that is in an area where rnany Muslims live, rnany Christians or Jews,
so be it. 1 am sent tlrere to perform my task. No matter wliat walks
around there."
Youssef, a Dutch-Moroccan army engineer narrated the following:
"First of all you are a servicernarr and you just temporarily refrain
from your religion. It's not like: hey I am a serviceman with a Muslirn
background. You are simply a serviceman. Background doesn't rnatter
that much."
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One of the few Dutch-Moroccan female troopers, Yasmin, was formerly
deployed as an interpreter. She indicated her identity more generally in the
following manner:
"You leave Morocco, you are gone there. They are your roots, hut the
cl7apter is closed. Morocco is closed, even though 1 am a Moroccan in
heart and soul. My heart is here. 1 haven't got anything there
anymore. Here [the Netherlands] is where you have placed your
future, where you have placed your children."
Although according to these respondents this distinctíon is blatantly clear
when they relate their ethnic or religious identity to their military identity,
this does not set aside the fact that them being Muslims did engender
struggles at times. In spite of the fact that they primarily perceive themselves
as Dutch troopers, they subsequently do not always feel fully part of the
'Dutch identity.' During the interviews, an ingroup and outgroup distinction
was made several times, expressing itself in terms of'we-they' indications in
their narratives.
Yasmin narrated the following regarding her deployment:
"Tltey [the Dutch] view people very different than 1 do for instance.
The local population. I believe you have to treat everyone equally and
that you shouldn't judge people by their looks or them having a
Mercedes or not. That shouldn't be leading in contacting certain
people. But that's what you often see with Dutch colleagues. Or for
irtstance when they refuse tea, because they are afraid of developing a
disease. What does it matter? T11ey are inoculated aren't they? Some
people just don't trust anything they don't know."
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~zgur, the Dutch-Muslim Armoured Infantry corporal, referred to in the
introduction, responded on this matter in the following way:
"We see things differently, 1 think. And Dutch people see things very
differently also. They see differently than we do. I just look at someone
and see a Muslim going to pray. But Dutch people instantly tliink,
'ah, Muslim... beard..., that might be terror'. (...) I mostly talked
everythíng through with my buddy. A colleague (...). We were always
together, just very close. And that's the reason why Dutch people
couldn't say much to us. To the Muslims, I mean. We were too close.
Not alone the Muslims, but all foreigners [minority group service
men], let's say those with aforeign background."
Clearly, the Muslim identity and separation does not only play a significant
role in societal debates nowadays. It is also markedly present in the way
Muslim troopers perceive the distinction with their majority group
colleagues. This sometimes even led to separation of servicemen, purely
based on their ethnicity or background. Although it did not surface often in
the interviews, some respondents told to have formed groups during the
deployment, composed of ethnic minorities only. Talking, eating and
listening to some music was what they shared with each other, besides their
ethnic background. This is in line with the Siori s(2004) findings within the
Dutch armed forces during peacekeeping operations in Bosnia and Kosovo.
4.4.2 Cultural frame switchingbylanguag-e
As the context of this study is set in deployment regions where interaction,
communication and frequent contact with the local Muslim population are
at the order of the day, cultural identity of Muslim troopers and managing
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this identity becomes a challengeable issue. Although most Muslim troopers
indicated to feel primarily as Dutch servicemen, their cultural and religious
background for obvious reasons caused situations in which they needed or
chose to switch frames. At some times, this worked as a connecting link with
the locals. At other times this was insurmountable in order to save oneself
from precarious situations. And at times it was even necessary to conceal
one's Muslim identity. One of the most evident indicators of cultural frame
switching is language usage and switching between two different languages
(L. S. Kim, 2003). Max, a Dutch-Surinamese army soldier said the following
on this account:
"You have to know in what kind of country you are, which
movements there are, which religions and which cultural
backgrounds. Which habits are normal, and how you lTave to manage
those. You have to take that into account and show a bit of respect. For
iristanee, you walk in a room and say Salaam Aleikurn" [Arabic
language greeting, which means as much as "peace be upon
you"].
It was not just during their deployments where some of the Muslim troopers
switched between languages when they encountered locals. During the
interviews some moments occurred or phrases were pronounced, in which
the respondents switched as well. Some examples will be given in this
respect.
Ahmed: "1 told them I am Muslim, alhamdulillah (praise Allah or
thank God), arrd that I'rn proud of it."
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Saïd: "The fact that the Russians were so bad off tlTere is because of
the fact that they were communists. Communists are agalnst religion,
so you automatically become a kfar (infidel). "
Saïd: "There are people who want you to be the cat's paw. W{to say
that because of 'being brothers' 1 should arrange this or that. We are
brothers, but 1'm not arrangingit anyway. Or I'll give them the same
response they give me, Inshallah (it is God's will). I'll do my best,
because you're my brother. I mean, two can play that game."
4.4.3 Cultural frame switchinQ
Besides languages switching, the usage of cultural habits, norms and values
also indicates cultural frame switching. Because the Dutch Muslim troopers
are familiar with those particular cultural habits, norms and values, they
could use this knowledge at any time needed during their interaction with
locals. Hence, it often worked as a connecting link between them and the
local population in the area of operations. Hasad, for instance an army
sergeant from Turkish descent was deployed to Bosnia. He told about his
experiences in Bosnia. His knowledge of the traditional greeting engendered
an unexpected reaction from the locals.
"You feel a particular warmth with those people. They see you as a
kind of son when you give them your name. They see you as 'one of
us'. It's clear front someone's look whether you're welcome or not. You
can see it irt their body language and you can just feel it. When I told
them my name, we greeted each ot{ter in the traditionnl manrter. You
just saw a certain feeling of pride rising."
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This traditional way of greeting each other was also utilized by Edgar
during his deployment to Bosnia. He experienced a positive reaction
towards this approach as well and narrated about one of his encounters with
a local man.
"All of a sudden they said '1 am Muslim' and asked me 'what are
you?' When 1 said '1'm also Muslim', it gave some common grourid.
For instance, wherr we greeted. When we came across each other for a
second time, we greeted each other the Islamic way. What 1 did notice,
was more openness. They were more open to rne, as in 'hey, he's
Muslint too'."
Both respondents indicate to have experienced their identity to become a
connecting link when their Muslim identity became apparent. Generally
speaking, this is something that appears to be in line with the tight linkages
with which the more traditional cultures, i.e. the Islamic culture, are familiar
(Markus 8z Kitayama, 1991; Triandis, 1995). However, experiences like these
do not only occur when Muslims are beyond national boundaries.
Another story was told by Yasmin, who also believed that her cultural
knowledge facilitated the entrances in the local culture. According to her,
she received a special treatment due to her background, opposite to her
majority group colleagues.
"You do have better entrances with the Arab culture. If you arrived
somewhere, the first thing that was ready was breakfast arrd a cup of
tea. If Dutch colleagues went there, it wasn't like that. That was very
typical. When they knew Yasmin was coming, then the tea arrd the
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burrs were fetched. I also always just sat in tlie dirt at the streets, jr~st
talking a bit with the local rnerr."
Religious knowledge, in particular, seemed to play a marked role in the way
Muslim troopers approached the locals. Saïd for instance, told about his
deployment to Afghanistan that some initial knowledge of the culture and
religion are crucial in communicating.
"It's just the fact tlrat you know something. That sornetimes you can
use a certain statement from the Prophet, which is applicable at that
very rnoment. That's recognizahle for them. They also talk with
examples from religious matters. Knowing those thin~s facilitates the
communication. You understand what they want to tell you, but you
carr react at it as well. (...) Religion is an importantfactor irr order to
find joint points of departure, as a result of which you becorne a face
separate from your uniform. And people were possibly willing to
listen to your story. However, if someone shot at me, I didn't wonder
whether he was a Muslim or not."
Saïd was able to switch between frames when he tried to communicate with
the local population and could use his religious knowledge in approaching
them.
Another Dutch-Moroccan serviceman, Rachid, told how he learned to use
his knowledge of the Islam as an instrument during his deployment where
he had to work with Iraqi's. Although he initially did not use his religion as
a tool, he soon discovered its effect, when his regular approach did not have
the intended result.
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"When I entered, I looked at them and said: I arn Rachid, 1 am
Moroecan and Muslirn, (that already appeals to t17em), and 1 didn't
come here to rob your eountry, but only to hand over my knowledge.
Tlzat's zohat is in the Koran. The rest is up to you. (...) It was my
mission to bridge between my colleagues and the Iraqi's and amongst
others, to train those guys. (...) They knezv 1 wasn't Duteh, that 1 was
Arab, Moroccan. When 1 told them that, they responded with, 'oh,
that's nice'. And if they asked me what I came to do, 1 answered: '1 am
here to share my knowledge because it's my task as a Muslim. And
that's very clever, you know. I approached them in a religious, positive
way. "
Clearly, Rachid's religion supported him in doing his work. Although he
reached his goal in training the Iraqi's, its effect reached even further, with
which he was faced during the further course of his stay in Iraq.
"The instrurnent [religion] worked perfectly. Eventually everyone
was trained and 1 carne aeross them at horder crossings. All of a
sudderr, everyone knew me: 'hey, there's Rachid'. 1 could just fix about
anything. I ran into the Iraqi's 1 trained everywhere and they were
very grateful. They told me exactly who was dangerous and who
wasn't. (..J They saw me as a brother. Because I gave them
knowledge. (...) For exarnple at the checkpoints. Policemen are
selected from the civilian population. All of them descent from
different tribes. In the end, they represent all the tribes. So if I knew
one hoy, I knew the entire neighbourhood. Sometimes they joined rne
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when I went to their neighbourhoods and that went perfectly. Some
marines didn't even go there, but we did."
Rachid clearly experienced that his approach did not have the intended
effect. Due to his background and specific knowledge he was able to change
the regular approaches he was familiar to work with towards an approach
that the Iraqi's perceived to be me more appealing.
Clearly, sometimes the religious approach created such a band with the local
population that a special kind of brotherhood was experienced. Yasmin had
a similar experience and narrated the following on this account:
"They saw you as one of them. You are an Arnb after all. It's about
Arabs amongst themselves and having the sarne blood. (...) They
always called rne t{leir 'sister'. In other words: can you fix this or that.
Everywhere you heard those words. So from that point of view, some
pressure was put on me. But 1 always responded with 'no people,
everyone enters the sarne proeediere. "'
The typical "brotherhood" came up during the interviews a number of
times. Sometimes these wordings were initiated by the local population and
sometimes the local population was referred to as "brothers" by the Dutch
Muslim troopers themselves. More or less, this can be connected to the
Arabic notion of Limmah -~~, which means as much as community, nation,
people, or generation. It is actually a nationality- or ethnicity surpassing
sentiment. In the context of the Islam, it is most often used to indicate the
community of believers (Ahmed, 1988, 2004). Many of the respondents
indicated to have experienced a special kind of relationship with some of the
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locals who worked at the military base as laundresses or in the mess'
kitchen. These kinds of relationships expressed themselves in forms of short
joint cigarette breaks, exchange of stories and pictures and sometimes even
in homemade dishes brought along by the locals.
Off base, the local population was often well aware of the presence of a
Muslim amongst the Dutch servicemen. This often eventuated into
situations in which they specifically asked for him or her, only knowing
their names from hearsay. Evidently, sometimes this "brotherhood" implied
an increased pressure from the local population, in particular off base, on the
Muslim troopers. As they were so-called "brothers" the locals were often
under the impression that their 'acquainted military friends' were in the
position to favour them one way or another. The respondents that found
themselves in such situations at times, all indicated to be very clear and
consistent in such matters.
This reliance on one's bonds in organisations, e.g. based on family, tribal,
political, or religious loyalties, relates to a pre-modern administrntive style. In
this mode of thought, whom you know is predominant as opposed to what you
know (Soeters 8z Tessema, 2004). For the Dutch Muslim troopers, however,
these encounters with obligations induced a clash between this pre-modern
and more neutral bureaucratic concept, which is typical of the defence
organisation. They are familiar with the official rules and regulations of the
organisation, the formal division of labour, hierarchy and objectivity.
Therefore, they are not able to favour one or another based on religious
affiliation or the Ummah. Nevertheless, for the Muslim troopers themselves,
this brings about a clash of administrative styles, in which they have to
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choose one way or the other. In this respect, they are all very clear and act
according to the neutral nnd bureaucratic way of working.
Furthermore, this "brotherhood" and religious connection between the
Muslim troopers and the local population did not always take in a
superordinate position. It engendered easier entrance and contact with the
locals, but became secondary in hazardous situations. Rachid experienced
such a situation at a checkpoint in Iraq.
"All of a sudden I saw an Iraqi looking at me and saying: 'Rachid,
help me'. I saw orie man pulling out a weapon. 1 told rny colleague to
be careful because someone was going to shoot. Then I saw two or
three other guys pulling their weapons also. 1 pulled out my weapon
and airned it at his face. The guy was startled and saw I was serious.
Then, everything just goes by in phases and in slow motion. You see
everyone around you. We looked each other deep in the eyes and he
said: 'you're going down'. 1 didn't give afuck. Then, you don't have a
difference anymore between Muslim and no Muslim. He attacks me,
so I attack him. He saw me, dropped his weapon, nodded to sorne other
guys and ran. "
Another example of frame switching which occurred frequently, relates to
the way the Muslim troopers approached the local population. As
mentioned, Hall and Hall (1990) perceived cultural differences in ways of
communicating, distinguishing high and low context cultures, respectively
indirect and direct ways of communicating. Most Muslim troopers indicated
to approach the locals by engaging into a conversation first. Aamir, a
translator of Afghani descent, narrated the following on this account:
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"The contact proceeded just as ít should, in the context uf the Afghani
culture. Is everything okay? How are your children? Your family
etcetera. If things have calmed down. And only afterwards the real
negotiation took place. (...) In Afghanistan people speak with gestures
and silences between two sentences, zvith a wink or a sigh. In Europe,
it's rnore word for word. If you are aware of these matters, how things
are done, how to translate or interpret, than you have already solved
many problems. "
Rachid gave an example also, about how to approach the local population.
"We learned a lot, understanding the relation with women, children,
elderly and youths. By approaching the elderly first, you almost score
700~0. You try tu eommunicate with tliem, and ortly after tllat, you do
business, because communicating is something separate from duing
business. If you don't have tliat knowledge and experience, you can't
cornmunicate and then it stops right there."
Both Aamir and Rachid declared that they switched cultural frames when
they approached the locals, because the way of communicating in the
Muslim area of operations differs from what one is used to in western
culture (low context). It is customary first to inquire after one's family and
children and to understand the meaning of particular non-verbal symbols
(high context). Additionally, Rachid's experience clearly indicates that
respect for the elderly is most important in Islamic culture and that an
informal conversation needs to precede the actual negotiations.
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A clear example of frame switching whilst being among majority group
colleagues is told by Vaso. He is a Dutch-Turkish serviceman of Kosovar
descent and narrated the following regarding another Dutch Muslim trooper
in Bosnia.
"I knew a Turkish-Dutch soldier tllere. He spoke Turkish. 1 sat in the
car just listening to some Turkish music. I like that kind of rnusic. He
came up to me and said he liked the music too. Then two Dutch guys
were coming. All of a sudden he completely changed and said that he
was raised on clogs. So instaritly he changed when those two Dutch
guys drew nearer."
4.4.4 The merits and demerits of cultural frame switchinQ
As mentioned above, the troopers' background could often easily create a
connection with the local population. For obvious reasons, an area of
operations is not conceivable as one of the safest areas in which one can find
oneself. Therefore, sometimes the interviewed troopers narrated about
precarious situations they ended up in and how they found their way out.
Interestingly, switching between cultural frames and emphasizing one's
secondary identity appeared to work advantageously several of times. Vaso
for instance, of Kosovar descent, told the following.
"I joined some marines once to buy some bread. They needed someone
to translate for them. We went into the village to find a bakery. I
ordered nine breads, gave the money, but the guy didn't have any
change. He asked rne if ten breads would be fine as well. The
commander said it was okay. Whilst the baker was fixing the breads,
suddenly a man came towards me. He pulled at rne and started to give
me a shaking. He kept on screaming. Then I told liim to calm down
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and that I zvas of Kosovar deseent. My weapon appeared to have
hothered him."
Not alone switching at the heat of the moment seemed to have a remedial
effect. Yasmin experienced a precarious situation also, but could rely upon
her acquaintance with one of the locals.
"Sport and Youth is one of the departments there. One of the projeets
involved handing out soccer gear. Although 65 teams subscribed, 200
shozved up, so we didn't have enough for everybody. They were all
rnen frorn 12 to 40 years old. The tearns were broitght in, but the other
group [that was not allowed in] became dissatisfied and was ready
to batter dvwn the door. The police also carne, but did not seem to have
any influence. I fled up the stairs. Then I had an overview of what was
really going orr there. One of my colleagues called 'Yasrnin, we have to
go'. Everyone was pulling and i felt hands everywhere. (...) Force
Protection was there and we tried to get out, but we didn't get
through and were pushed back in again.
Nearby was a village where we had a lot of work for a school. Once,
one of those children there asked rne to ride a bike. So I showed how
and 1 biked through their vilinge. The little hoy's brother that gave me
that bike then, was ir~ tl2e erozud as well and saw it was rne. He cried
out: 'out of the way, out of the way', and grabbed me together with
some of 11is fellow villagers and guided me out, calling: 'don't touch




Clearly, at some times their cultural knowledge appeared to work
advantageously. Nevertheless, it also caused some situations in which the
Muslim identity had another effect. Or at least, it was perceived this way by
some of the interviewees. Jamal, a Moroccan army soldier was deployed to
Bosnia. Although he has not been deployed to Afghanistan, yet he believes
the acceptance of him being Muslim would be different there, if not
impossible.
"It's different in Afghanistan. 1 think it would be difficult to be
accepted. (...). Mainly because of the Islam. Perhaps you're seen as a
traitor. 1 just couldri't do it, I think. If you come into a conflict there,
you have to do your job. Your job comes first and your safety and your
group's safety. You might be able to handle the first conflict, you
rnight be able to handle the second, but the third will be too rnuch, I
think. The Islnm is deep within your heart, hut sometimes you just
have to hide it. It's rather simple if you look at it logically. The
American army is there, the Dutch army is there. And we belong to
the American army. Everything that belongs to the American army is
simply the enemy."
Besides Jamal, a few respondents indicated their concern about being
deployed to Afghanistan. Not alone their concern, but also their
environment's concern, as they stroke a different note of warning. In one
case, some of the respondent's acquaintances questioned his loyalty when he
returned from Iraq. In another situation, one of the respondents expressed
his serious concerns prior to his deployment about going to Afghanistan,
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afraid to fight his "Muslim brothers". After deliberating with his lieutenant,
he was reassured and decided to go anyway.
As for the Bosnian context, it appears to engender even greater cultural
frame switching issues, as the local population and its distribution clearly
displayed the separation and continuing hatred between Serbs and Bosnian
Muslims. Ahmed, a Dutch-Moroccan army chauffeur has also been
deployed there. In particular when he went off base, he was well aware of
his identity.
"They waved. In particular the children were always happy and
waving. Sometimes a child came up to me and asked: 'Arab, Arab?' I
always denied of course, you just never know. It could just as well be
that a child runs to someone saying 1'm an Arab. You shouldn't trust
anyone in such a country. You are there for yourself and you need to
save your own skin."
The Dutch-Turkish sergeant Hasad experienced similar identity shifts when
he went off base in Bosnia.
"1 felt like it was easier to do business with people with a Muslim
background, because it's easier to be in line with them. Over there, it's
partly about recognition with those people. It was also possible with
Serbs, but tharr I had to take on a complete different identity and 1 had
to change rnyself. (...) Sometimes it is wiser and easier to step forward
as Muslim, in particular in a Muslim region. That way, people
cooperate more quickly than in a Serbian area. There, someone else had
to step forward or I just should not have given my name."
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Muslim troopers already have a physical appearance that is eye-
catching. Not giving one's name in order to conceal one's identity is
not always that easy, as all servicemen wear their nametags on their
military outfit.
4.4.5 Conflicting cultural frames?
As displayed above, having dual cultural identities and the possibility to
switch between these frames engenders both advantages as well as
disadvantages. Something else that is brought about when holding two
cultural frames relates to the possible conflict that might emerge at the
intersection of these two frames, in particular since the (Euro)Islamic and the
Western European cultures diverge in many ways. These situations can
easily result into an insolvable experience for the individual who is
involved. Ayesha, of Afghani descent, is one of the militarized civilians who
joined the Dutch armed forces to Afghanistan as an interpreter. When she
joined an officer during one of his meetings with an Afghani warlord at Eid
ul-Fitr (ceremonial offering at the end of Ramadan), she encountered a
situation in which she was in between cultural injunctions.
"There were two íncidents in which I reacted severely. One incident
regarded a high officer who enjoyed religious discussions. Sornetimes
he practically preached, like a missionary. That's just not done, not in
the defence organisation, but he did it anyway. When we were with
fundamentalist groupings or warlords he asked why he cot~ldn't see
the warlord's wife. It was at his house durirrg a ceremonial offering,
it's just irnpossible! I explained to him that 1 was not going to ask him,
because it wasn't riglTt. Be he wanted me to do it anyway. He insisted
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that 1 would translate it, becnuse ít was simply his opiníon. I didn't.
It's just inappropriate."
Another story was told by Vaso who pointed out his lieutenant on the
inappropriateness of his actions.
"My lieutenant was sunbathing in his underwear. Next to our camp
was a house. The owner came to me, knowing that I spoke his
language. He asked me if I could ask the rnan to sunbath somewhere
else. 1 told the lieutenant that tlle man's wife )Tad to hang out the
wash. I asked him to go and lie down somewhere else. On which the
líeutenant said: God damn it, this is the Netherlands, this is being
paid by the Netherlands. 1 lie where I want to. I told hirn to thínk, if
we leave here, they aren't supposed to think we're idiots. We have to
show some respect for this country and its people. But he just
wouldn't understand."
These fragments show the difficult position in which some Muslim troopers
might find themselves. However, it also shows the value they bring along in
the intercultural communication.
4.5 Conclusion and discussion
This study has addressed the complexities that come along with multiple
identities in multiple contexts. More specifically, it has entered upon the
subject of multiple cultural identities, with which Dutch Muslim troopers
are confronted whilst being deployed to Muslim societies. Whereas cultural
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frame switching predominantly has been approached with experimental
methodology, this chapter has aimed to qualitatively address the complexity
herewith. Difficulties with finding respondents have resulted in a
heterogeneous group. Therefore, only exploratory results can be presented
here.
To present our data in another way, four types of encounters have been
identified, which facilitate our understanding of the complexities regarding
the interaction Muslim troopers have with local populations during their
deployment.
1) First of all, one can speak of the positive encounter. In general,
these positive mutual views had the upper hand. Dutch Muslim troopers
had particularly easier entrances into the local communities due to their
specific cultural knowledge. They were often recognized and hospitably
received. Sometimes this even led to special friendships, which can also be
understood in the realm of Ummah, the Islamic notion of community or
brotherhood.
2) Another experience relates to the encounter with obligations. Due
to their specific background, the Muslim troopers were often treated and
seen as a focal point. Sometimes pressure from the locals was put upon
them, simply because they expected being favoured, because were they
'brothers'. However, at those times, cultural frames were easily switched, as
they could draw on their more extensive cultural knowledge. Again, this
relates to the notion of Llmmah, which seems to play a significant role in the
interactions between the local population and the Muslim troopers. In this
clash between pre-modern and more neutral bureaucratic administrative
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styles, religious affiliation appeared to be subordinate to the formal and
official rules and regulations of the organisation.
3) The third encounter is characterized by a masked appearance of
the Muslim troopers, indicating that they sometimes had to conceal their
identities, or consciously switch between cultural frames. This applied most
strongly to the Bosnian context in which the local Serbians perceived
Muslims negatively, which induced the troopers to hide their Muslim
identity every so often. In addition, some of the respondents made mention
of questions they received from some of their friends regarding the fact that
they had to fight 'their brothers'.
4) A last type of encounter may be called the hostile encounter.
Although only few of the interviewees had experienced hostilities, the ones
that did were very clear about what to do and how to handle. The fact that
they were facing `their brothers,' was not at all of importance in such
instances. Their own safety and will to survive surpassed every background,
ethnicity or identity.
With regard to the multiple identities the Muslim troopers have to manage,
it appears that in this respect the dual identities closely resemble Brewer's
(1999) nested identities. The identities alternate in different contexts, taking in
superordinate or subordinate positions. At times the Dutch military identity
was prominent, at other times the Muslim identity came to the fore,
depending on the context. Unlike other studies this is not induced by
inclusion or differentiation motives, but rather by a strategic, cultural or
religious rationale. However, albeit strategically and functional, it asks the
troopers for a balance between their independent and interdependent selves
being superordinate or subordinate.
215
Uriiformed Divertiity
Although in this study the Muslim troopers clearly identify with both Dutch
as well as religious or ethnic aspects simultaneously and are able to switch
between either, other studies suggest otherwise. Verkuyten and Yildiz (2007)
for instance, studied identities of Turkish-Dutch Muslims and found
different results, indicating that a strong ethnic and religious identity
correlated negatively with a national or Dutch identification. This is clearly
in contrast with the results in this chapter. Besides the fact that it concerns a
quantitative study, which is hard if not impossible to compare with the
findings in this, study, another explanatory factor might relate to the
respondents. Traditionally, in industrial medicine, there is a phenomenon
that is referred to as the "healthy worker survivor effect". This phenomenon
relates to the continuous selection process of those who remain employed
and are supposed to be "healthier" than those who choose, or are compelled,
to leave the organisation (Arrighi 8z Hertz-Picciotto, 1994). In the context of
this chapter, it is perhaps a "survivor effect" that is relevant here. It is a (self-)
selection process of ethnic minorities who are ( and remain) employed within
the defence organisation; those people who have internalized both identities
simultaneously. The rest has disappeared. Something that is also referred to
as the so-called 'revolving door effect', i.e. one easily enters the organisation
and leaves the organisation even more easily.
Additionally, another factor relates to the context of this study. The defence
organisation as such, is probably one of the most evident national symbols.
Clne presumably identifies oneself with the organisation one chooses to
work for.
With regard to multiple identities, L. S. Kim (2003) already argued that one
is able to switch identities in order to fit in with a certain context. Clearly,
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this approach is used by Dutch Muslim troopers also, as they are in the
position to tactically switch their identities on and off depending on the
situation in which they find themselves. Although Kim mainly ascribed
motives for switching to the desire of social acceptance, it is marked that in
this study and in this context, besides the social aspect, it is also because of
strategic interest.
Considering the cultural and religious knowledge of Dutch Muslim
troopers, this appears to be of significant relevance, since it offers entrances
with the loca] population, facilitates civil-military collaborations and might
sometimes even yield crucial intelligence. Nevertheless, there is a downside
that is not to be overlooked. Although the intercultural communication is
facilitated, it sometimes brought the individuals into a situation in which he
or she was forced to choose between two cultural frames, or in which one
had to conceal one's identity.
This pressure put upon the individual may ask for behaviour distant from
the individual, which closely resembles so-called 'deep-acting', a
phenomenon introduced by Arlie Hochschild (1983). She refers to this as the
process of "transmutation" of one's most inner feelings in order to live up to
the expectations of others; in this case, expectations based upon the cultural
background of others. Besides these (undesirable) situations, it is elementary
that the organisation takes care for those situations in which their employees
have suspicions towards each other regarding double loyalty issues and
possible separation occurrences.
Today's political discussion2ó about double nationalities and thus double
loyalties of inembers of govemment has entered the defence organisation
z~ February - March 2007
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too, questioning the loyalty of Muslim servicemen. Although the interviews
were conducted well before this political discussion took place, the subject
already came up at that time. At present, a military union has indicated that
Muslim troopers have approached organisation confidants and have
indicated to perceive the double loyalty discussion as a painful ordeal.
Accordingly, the defence top has sent word that their Muslim personnel's
loyalty is not under discussion. By definition, this is not beneficial to the
work atmosphere and even more important, the effectiveness of
deployments.
As for limitations of this study, the heterogeneity of the respondents caused
the results to be very explorative and wide-ranging in nature. A
homogeneous group with Dutch Muslim troopers who have been deployed
to the same combat area, within a shorter time span would more specifically
approach the subject. This applies even more when these findings are
compared with those of majority group troopers who have been deployed to
the same region simultaneously. Their experiences, interaction,
communication and conceivable differences with the local population will
enrich our understanding. Furthermore, aside from the interaction with the
local Muslim population, it would be very much interesting to study the
interaction between Dutch Muslim troopers and majority group troopers,
since Muslims simply seem to have replaced the category 'ethnic minorities'
in current integration debates.
Although this study has addressed the concepts of identity over and over
again, it remains a complex phenomenon. It is hard to demystify with a
qualitative approach, in particular when it concerns ethnic identity and
connectedly religious identity. Both are continuously disputed in societal
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debates and a generic categorization seems to precede these discussions, no
matter what the input is. However, identity is not a fixed inviolable trait; it is
actually all about 'background' as Ghoussoub (2006, p. 63) so subtly
remarked once:
"Background! I love this word, so rnuch rnore desirable than the word
'identity', or 'root'. Identity and root presume a settled or pure
essertce; they thrive in tirnes of trouble, often preceding them.
Background is synonymous with base, it is located sornewhere behind,
a reality one can refer to, but which can be ignored or abandoned. Our
background is not exactly our root; it is the soil in which many
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1 What is t our name and a e? (include also sex)
2 What is otir hack routtd and our arents' back ound?
Respondent:
Parents:









5 Within which urtit have you been deployed?
Unit:
Own unit~individual deployment:
6 What was our 'ob descri tion durin the d lo ment(s)?




8 W{tat was, accordin to ou rior to our d arture, the u ose o the d lo ment?
9 [Nhat ex ectations did ou have prior to our d arture?
10 What expectations did you have regarding the local Muslim population, prior to your
d arture?
11 What kind o r aration did ou reeeive om the de ence or anisation?




13 Whnt did ou know about the local Muslirns, rior to our d arture?
14 What did you know about the culture nnd history of the local population, prior to
our d arture?
15 What did you know ahout the religiort of the local Muslim population, prior to your
d nrture?
16 Whnt did ou know about the local o ulation's lan ua e, rior to our d arture?
INTERACTION WITH LOCAL POPULATION
17 What was ottr irst im ression o the local o ulation when ou arrived?
18 What thin s did our erceive di erentl com ared with our own back round and
228
Dutch-Muslim troopers during peace operntions in Muslim societies
hozu did our co e with this?
Different:
Coping:
19 Can ou describe what it is like, bein Muslim-Dutch in an Islarnic count ?
20 With what kind o locnls did ou have contnct?
21 Hozu rnan times and in what wa did ou have contact with these ~eo le?
22 If there was any contact with the local population, in what zuay did this contact
roceed?
23 What, according to you, attracfed the most attention in the interaction with the local
Muslim o ulation?
24 What knowledge do you think is important to have for your interaction with the local
Muslim o ulation?
25 What did you perceive as difficult during the interaction zuith the local Muslim
o ulation?
26 What charncteristics are irnportant to have, according to you, for a good interaction
znith the local Muslirn o ulation?
27 In what way did you try to Huild up a good understanding with the local Muslim
o ulation?
28 When can one speak about a good interaction with the local Muslim population,
accardin to ou?
29 1 ou were on atrol, in what w did ou do this?
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30 In what way did you solve conflicts with the local Muslim population, if there were
an ?
31 Did you see differences or similarities between you and your colleagues, regarding
the interaction with the local Muslim o ulation?
32 Now, do ou thirtk, did the local Muslim o ulation erceive ou?
33 Do you think that your Muslim background brought along advantages or
disadvarttages in the interaction with the local Muslim population. Why do you think
that?
34 Did you ever share information about the eulture and religion of the local Muslim
ulation with our (Dutch) collea ues that th did not have be ore?
35 Did you ever feel more pressure from the local Muslim population, because of your
back round?
36 Do you think that your background has a surplus value in making contact with the
local o ulation?
37 Which achievements durirtg your deployment are you the rttost proud of?
38 Do you often think about possible incidentsldeadly accidents that might occur during
our d lo ment?
39 Whnt did you think about the interview?
ADDITIONAL REMARKS
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5 The significance of numbers
A study about the interaction between majority group-
and Dutch Muslim troopers
5.1 Introduction
In the previous chapter the interaction between Muslim troopers and the
local population in Muslim areas of operations was addressed, something
very much of relevance considering today's humanitarian and peacekeeping
missions. However, it is not merely this interaction which conveys
important information. It is just as relevant to study the interaction between
colleagues with different backgrounds.
Choenni (1995) found some ten years ago that the defence organisatiori s
"integration climate" was one of the factors impeding the integration of
Dutch-Surinamese servicemen. Richardson, Bosch and Moelker (2007) put
some additional more recent examples forward hereabout. For instance in
2000, a major of the Air Mobile Brigade had to cover up tensions between
ethnic minorities and majority group members and the limited number of
measures that was undertaken. In the end he could not cope anymore,
which resulted into him resigning from the Brigade.
Another incident mentioned by Richardson et al. (2007) relates to a Dutch-
Turkish private who was threatened and harassed by his colleagues in one
of the Initial Training Centres in 2003. Additionally, in 2004 and 2005 during
one of the SFIR missions in Iraq, tensions between some Dutch Muslim
troopers and majority group servicemen caused considerable media
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attention and eventually led to a special commission of inquiry. These are
just some examples that indicate the relevance of studying the particular
interaction between troopers of different ethnicities all the more. Besides, in
chapter two, the recent decreasing support for multiculturalism in general
backs up this substantiation.
Describing experiences of 'ethnic minorities' as a group may be difficult, as
they display various dissimilarities. In the previous chapter, the specific
minority group Dutch Muslims has been addressed. This chapter will
further describe their experiences within the armed forces. As for the
Netherlands, for the larger part 'Muslims' seems to be analogous to Dutch-
Moroccan and Dutch-Turkish (Coenders et al., 2006), but also for instance
Dutch-Afghan or Dutch-Somali. The acceptance of these Muslims in Dutch
society proceeds difficultly (Sniderman et al., 2003). Repeated opinion polls
indicate a third of majority group members to feel reluctant towards
Muslims; twenty percent feels threatened by this group (TNS NIPO, 2005).
However, even before terrorist attacks or political murders infused by
religious extremism, societal monitors have displayed downward tolerance
curves (EORG, 2002; Socio-Cultural Planning Agency, 2004). This declining
tolerance towards Muslims also reveals itself when majority group members
are asked to rank the value they attribute to different ethnic groups
(Verkuyten et al., 1996). An ethnic hierarchy is distinct, in the course of
which Moroccans are perceived the least positive, followed by Turks and
concluded with Surinamese, who are perceived the least negative (Gijsberts
8r Dagevos, 2004).
In the previous chapter, the fact that the subject ethnic minorities has been
replaced by a discussion on Muslims only, has already been raised. News
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coverage, political and societal debates only appear to address Muslim
related issues. Whereas formerly one discussed the differences between
modern and pre-modern values, today mostly differences between Islamic
and western values are dealt with (Demant, 2005). Some political parties
even seem to have bombarded the subject to their sole party manifesto,
criticizing all that is related to the Islam and Muslims.
The military context is one that renders interesting research par excellence, as
it is partly a reflection of society at large and partly a world so much other
than most people are accustomed to. In addition, besides the societal
relevance, religious diversity is also of interest for the (Dutch) armed forces
(Soeters et al., 2005).
So far, this dissertation has not addressed other armed forces than the Dutch
one. Placing the results into a broader perspective does enrich our
understanding though. For instance considering neighbouring country
Germany, as it is just as familiar with multiculturalism as the Netherlands. It
can it can be labelled as a typical 'migration' country also (Zick et al., 2001).
A comparison from the Eurobarometers from 1997 to 2003 indicated that the
resistance towards a multicultural society is higher in Germany than it is in
the Netherlands (Coenders et al., 2003). Nevertheless, Demant (2005) has
more recently studied differences between the cultural integration of
migrants in the Netherlands and in Germany. She argued that there are less
cultural differences in Germany between majority and minority groups and
that the Netherlands need to bridge a larger cultural distance.
Tuming to the armed forces, it appears that the both the Dutch as well as the
German institutions still have not reached their ideal of becoming a
reflection of its society. According to Klein (in Biehl et al., 2007), the German
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armed forces still resembles something like a national island amidst a
coloured nation. The experiences of these two countries engender an
interesting context for research. Both a German and a Dutch study have been
conducted in this context, however, since they differ in many aspects, the
German data will only be used in order to complement, frame and enrich the
Dutch findings. Hence, it will not form an essential part of the study. The
central question herewith is formulated as follows:
In what wny do Dutch Muslim troopers perceive the interaction znith their nrajority
group colleagues, bot1T during deployment as well as off rnission?
In order to arrive to an answer, first the theoretical framework underlying
this question will be presented.
5.2 A framework for studying workplace diversity
5.2.1 Workplace diversity
Workplace diversity has been an interesting subject of research the last
decades. However, scholars still have not found congruence about its
impact. One the one hand, proponents see great opportunities as a diverse
workforce implies a diverse range of input, perspectives, behaviour, norms
and values, resulting into more high quality solutions (Cox, 1993; Milliken 8z
Martins, 1996; Schneider 8z Barsoux, 1997). On the other hand it might
engender organisational dissatisfaction and turnover (e.g. Wagner et al.,
1984). Milliken and Martins (1996, p. 406) found that most research on
diversity issues in organisations "suggests that people who are different
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from the majority race in an organization may not only experience less
positive emotional responses to their employing organizations, but they are
also likely to be evaluated less positively by their supervisors, and they are
more likely to turn over."
In this context, Williams and O'Reilly (1998) distinguished two main
perspectives by reviewing workplace diversity literature, namely the social
categorization perspective and the information-decision making perspective. The
first relates to the distinction between in- and outgroups. By categorizing,
people tend to prefer ingroup members above outgroup members.
Connectedly, it is assumed that the more homogenous the work group will
be, the more the commitment and cohesion of the members will be.
On the other hand, the information-decision making perspective
presupposes that diverse groups should actually outperform those that are
more homogeneous, because of the diverse range of task-relevant
knowledge, skills, and innovative ideas. Bridging conflicting perspectives
within the group, results into a more thorough review of the relevant
information (Van Knippenberg et al., 2004).
In the context of military teams, Elron, Halevy, Ben Ari and Shamir (2003)
studied workplace diversity specifically regarding peacekeeping forces,
albeit composed of different nationalities. According to them, this is
especially relevant because of "the relatively high intensity of the cross-
cultural contacts and because the cooperation of the different forces is
inherently critical to the peacekeeping missions" (Elron et al., 2003, p. 263).
In sum, they argued that it is not the cultural difference that causes
problems, but rather how individuals deal with these differences.
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Connectedly with these findings, H~rtel (2004) and Schaafsma (2006)
recently indicated that it is not solely about diversity (and its effect on
organisational effectiveness), but more about the way people perceive and
behave towards this diversity that is of relevance. Hence, the way Muslim
troopers perceive, feel and deal with their minority position will be centred
on in this chapter.
5.2.2 Muslim troopers as tokens
Chapter three regarding the diversity climate within an army training
platoon, has already introduced some of the theories that turn out to be
relevant in this chapter also. Nevertheless, a short explanation will be
presented here.
Tafjel and Turner's (1986) well-known social identity theory often precedes
minority research. Social categorization, identification, and comparison are
key features of the theory, which posits that group membership is an
important part of social identity and that individuals aim for (a maintenance
of) a positive social identity. Consequently, this positive self-image is
achieved by favourable comparisons between one's ingroup and various
outgroups. However, it appears that ethnocentrism is an inevitable
consequence of social identification. It may "manifest itself through ingroup
favouritism or outgroup derogation, particularly in domains such as
stereotyping and attributions (Van Oudenhoven, Ward, 8z Masgoret, 2006,
pp. 643-644).
In the event of social categorization based on demographic dissimilarities,
such as ethnicity, majority and minority groups easily become apparent. In
relation, Kanter (1977) has developed a theory specifically based on
organisational numerical distributions. This regards a well-known
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theoretical concept, tokenism, which concems disproportionate numbers in
organisations. Although it has already been extensively outlined in the third
chapter, a limited explanation will be presented here again.
According to Kanter (1977), small numbers of people who are socially
divergent, attract attention of the majority group. Those 'few' are referred to
as tokens and are often seen as representatives of their social category. When
noticed, they will receive more attention, as they simply stand out
(visibility). Contrast between the tokens and the majority group leads to self-
consciousness of the latter. Furthermore, according to Kanter token's social
types are often stereotyped (assimilation).
Being in such a position engenders performance pressures. Both mistakes as
well as overachieving instantly attract attention. The individual in the token
position is thus confronted with a limited number of choices. One can use
the close observation of others, perform well and be consciously aware of
constructing a position that minimizes organisational and peer concerns.
The second choice relates to accepting one's position and trying to turn this
to one's own advantage, although this often enforces the phenomenon of
tokenism. Thirdly, the token can also decide to keep "a low profilé', that is
becoming socially invisible, by behaving as desired by the majority group.
Tokenism is not all about negative effects, however. There are some
psychological individual consequences that need to be considered too.
Yoder, Adams, and Prince (Yoder et al., 1983) argue that tokens break new





Somewhat related to tokenism, but a relatively new concept in diversity
management studies is the concept of inclusion. This is actually tightly linked
to workplace integration, or as Pelled, Ledford and Mohrman (1999, p. 1014)
define it: "the degree to which an employee is accepted and treated as an
insider by others in a work system". Most often, aspects measuring this kind
of inclusion are related to the degree of access an individual has towards
particular information, the decision-making influence (s)he can practice,
supplemented with factors such as relational dimensions and job security.
Pelled, Ledford and Mohrman (1999, p. 1026) found that demographic
dissimilarity amongst employees, and in particular racial dissimilarity, has a
disadvantageous effect on inclusion, "for the distinct person confronts a
more unfriendly work environment, feels more uncomfortable, and faces
more communication hurdles than others." They also argue that friendships
in the work unit facilitate workplace inclusion, as they pave the way for
decision-making influence, information access, and increased job security.
Furthermore, the attraction-similarity paradigm (Byrne, 1971) presupposes
that one is more likely to be attracted to someone with similar
characteristics. This does not alone pertain to the similarity of attitudes, but
also to demographic characteristics (Riordan 8z Shore, 1997). Considering the
fact that there are only few Muslim troopers in the organisation and
assuming that similarities such as other norms and values, appearances,
religious affiliation and the mere fact of belonging to an ethnic minority
group, suggests that Muslim troopers, are likely to band together. This form
of separation might impede the development of workplace inclusion.
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5.2.4 The German and the Dutch armed forces
Germany has a moderate immigration level, namely 90~0 out of its 83 million
inhabitants. (Van Oudenhoven et al., 2006). The largest ethnic group is of
Turkish descent, followed by western immigrants (e.g. Italian, Greek, and
Polish). Ethnic cultural minorities in Germany can be divided into four
groups. First, there are minorities who are officially recognized by de
Federal Republic of Germany. Second, foreigners living in Germany without
a German citizenship constitute a group as well, followed by a group of
naturalized foreigners. The last group is constituted of resettlers or late
resettlers of German descent, who formerly lived in countries in East and
South-Eastern Europe as minorities (Biehl et al., 2007). However, after the
Second World War, they slowly returned to Germany. Nevertheless, at times
they lost some of their German language and preserved some of the cultural
habits and customs from where they emigrated. Although they are not
typical ethnic minorities, they are considered that way by the majority of the
German population.
Therefore, ethnic minorities in the German armed forces are usually
sustained minorities with a German nationality, naturalized foreigners, or
resettlers. Difficulties with these minorities in the German armed forces
relate to the observance of alimentary rules, exercising religious rites, the
regulations concerning religious holidays. Regulations hereabout are often
ignored at ground level, or they simply do not exist. Similar to the
Netherlands, the German Bundeswehr is discussing the possibility of
appointing chaplaincy services other than Protestant or Catholic ones.
Regulations hinder the religious minorities, as they require that the religious
community exceeds the number of 1,500 in a garrison. However, a Jewish
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officer has recently been appointed as a contact person for those few Jewish
soldiers in the German forces (Biehl et al., 2007).
The Netherlands on the other hand are somewhat more ahead in this
respect; besides the 'usual' Protestant and Catholic clergymen, humanistic
counsellors, a Jewish Rabbi and even two Pundits (representatives and focal
points for Hindu servicemen) are available. Discussions about appointing an
Imam are still ongoing. Up until now, if one finds oneself in mental distress,
Dutch Muslim troopers can turn to a Jewish Rabbi. Designating an Imam is
still problematic, as the different Islamic movements do not succeed in
finding one representative, according to the Dutch Defence Assistant
Secretary of State. Furthermore, besides Christian holidays, a number of
other holidays and anniversaries for Jewish, Muslim and Hindu servicemen
or civil servants are acknowledged. This acknowledgment has officially been
laid down. In addition, official regulations have been drawn up for
altemative food for religious reasons if one wishes to.
Regarding the diversity climate in the German armed forces, not much is
known up until now. The problems that have been observed mostly relate to
the resettlers, as they often appear to separate themselves from others in the
military. They are referred to as "Russians" and are often "the subject of
prejudice, exclusion and suspicion" (Biehl et al., 2007, p. 175). Recently, the
German forces were discredited when an amateur video became public,
showing an army sergeant giving instructions to his subordinates to imagine
shooting black Americans in the Bronx district of New York. The incident
has caused international outrage, in particular from Afro-Americans living
in the Bronx, who demanded public apologies (United Press International,
2007).
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5.3 Methodology
In order to answer the research question, a descriptive study has been
conducted. The objective of this study is to bring the experiences to light that
Dutch Muslim troopers have regarding the interaction with their majority
group colleagues and their token position within the organisation, both off
mission as during deployment.
In-depth interviews have been conducted. Reasons for choosing this method
relate to the limited number of servicemen with a Muslim background. As
the study is explorative in nature and the subject touches upon rather
sensitive matters, 'depth' interviewing is commonly preferable (Lee, 1993).
Semi-structured interviews have been conducted and were guided by some
topics, however, it was possible at any time to depart from these
predetermined topics. A pilot interview was carried out, after which some of
the items were removed and some were enclosed.
The study included 19 Dutch interviews, conducted in 2006 together with a
master student Organisation studies, of Moroccan descent herself and
acquainted with the Islamic faith27.
Interview topics mainly addressed the token position Muslim troopers hold
in the armed forces. More particular topics that were talked through
regarded their visibility, the possible perceived performance pressures,
stereotypical prejudices, and the relations and friendships they maintained
within the forces. Other subjects that were discussed related to the general
Z7 These are the same respondents as in the previous chapter. The topics were
included in the same interviews. The co-interviewer was Fatima Ait Bari, who
enthusiastically delivered an important contribution to this study and I herewith
would like to thank.
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diversity climate, and the absence of an Imam, and ways of dealing with this
fact (see appendix for entire topic list).
A German study touched upon similar subjects. This study was carried out
by a German researcher of the German Fuhrungsakademie2R. Topics
regarded Muslim's minority position, Islamic religion and experiences with
their majority group colleagues.
5.3.1 Partici,pants
The participants were approached through an informal network, followed
by snowball sampling by means of anonymity guarantees. The respondents
were similar to those described in the previous chapter; the interview topics
followed those from the previous chapter. Hence, they all had deployment
experience. As for official number, the Dutch armed forces do not register
religious affiliation, therefore, no numbers are known. Further
characteristics of the respondents are displayed below.












ZR These interviews were carried out by Dr. Maren Tomforde, who I herewith would
like to thank for her cooperation and input regarding this specific subject.
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Of these nineteen Dutch respondents, most were soldiers or non-
commissioned officers, four females and two (militarized civilian)
interpreters. Meanwhile, three respondents had left the organisation because
of personal reasons, career motives or a labour dispute. All four forces were
(sometimes very moderately) included. However, the army was clearly
overrepresented.
The admitted German data represent nine in-depth interviews with German
Muslim troopers, regarding similar topics. Strikingly, the German researcher
had difficulties in finding Muslim troopers with deployment experience.
Most of the interviewees were German-Turkish. Compared to the
Netherlands, the Muslim troopers are also underrepresented in the higher
ranks. As mentioned previously, due to the heterogeneity of the two groups,
only explorative findings can be presented.
5.3.2 Data analysis
All interviews were digitally recorded and fully transcribed. Initially, the
sizeable database has gradually been narrowed down by open coding.
Furthermore, by making use of Miles and Hubermari s(1994) qualitative
analysis methods, a data-matrix has been drawn up. T'he interviews were
analyzed separately by the interviewers. The transcribed interviews have
been read and reread in order to acquire the most relevant fragments. These
fragments have been labelled and were placed in a matrix along the rows
that encompassed the respondents. Subsequently, pattems were searched
for, which will constitute the foundation for results that are described. The
citations that are presented in the next section are distributed as follows,
subdivided by deployment experience and sex.
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Tnble 5.2 Number of cítntions used
Visibility Stereotyping Performance Female Ethnic Coping Inclu-
contrast assimilation pressure tokens humour strategy sion
M F M F M F M F M F M F M Fi
4 4 3 2 4 3 3
More specific information cannot be given, considering the anonymity
guaranteed to the respondents. The German data that has been admitted
now and then was laid down in writing, in terms of extensive interview
notes. An interpretation of these notes will follow in the next section.
5.4 Results
5.4.1 Visibility 8s contrast
In describing the findings of the Dutch Muslim troopers, first of all the
experiences regarding their minority (token) position will be described. Most
respondents acknowledge their appearance to be eye-catching. Often their
appearance is striking compared to their majority group colleagues. In
general they do not speak of any subsequent "problems". Nevertheless,
simultaneously, being Muslim did engender some of the perceptual
tendencies described by Kanter (1977). Obviously, they did stand out, as
they simply were the apparent visible minority within their platoon,
battalion, squadron, or unit. If it was not their physical appearance, it was
their name tag.
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"Of cot~rse you alzoays attract attention, wherever you are."
Or
"If you nre one offew dark people, you stand out. When I entered the
armed forces, there weren't many dark people. So then you are
confrorTted with cultural differences. 1 was in a platoon that I krrew
rather well, so it uras not so bad. "
One of the female respondents replied the following on the question
whether or not she experienced her 'visibility'.
"I really tried to keep a low profile and tried not to be eye-catching. 1
tried (..J, and yet I attracted attention."
Another female respondent indicated to have experienced something
similar, in particular during deployment, on base, when men were away
from home for a longer period of time.
"Being there ~at bnse during deployment] isn't pleasant. I wasn't the
only one who was bothered by them. If you walked somewhere (...) all
kinds of thirrgs [e.g. course and rude remarks] were cried out and
you're being whistled at. I don't react at those things, they thought me
that as a child. I just ignored it."
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As for the German interviews, no female Muslim troopers were included,
therefore, nothing on this account can be presented here.
5.4.2 Stereotyping 8s assimilation
Interestingly, many respondents answered to hear offensive remarks of their
colleagues regarding Muslims in general. 'You Muslims', 'your peoplé and
'you foreigners' were some of the remarks often heard. However, their
colleagues always ingeniously added the comment that this of course did
not apply to their own Muslim colleagues. The following fragments
illustrate this phenomenon.
"Sometimes when you're watching the news together, they just
generalize. If they do it out loud, you hear it of course. Later, they tell
you that they don't mean me when tlley say such things. But when
you mention 'Muslíms', you mean me as well."
or
"Often you hear 'they [Muslims] are like that', but you are a'good
one'. Or, 'normally I don't like you [Muslims], but you are okay'. As
far as that's concerned, they don't have the guts to say what they
think. But it actually says more about them than about me. 1 know
who 1 am and what I represent."
This is also in line with what Kanter (1977) described as role encapsulation
and stereotyping and is even further confirmed with all kinds of abuse some
of the interviews had flung at them since 9~11.
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"In the new group, after September 11t", they sometimes called me Bin
Laden. Those were people I consorted with. They did it with a smile
and it wasn't really botherirrg. Apparently they thought of it as funny,
but it wasn't all the time."
Another respondent experienced the following:
"1 noticed something these last years. Actually since the attacks of
9111. Muslim troopers who are to be deployed are being viewed
differently. By their own Dutch group. They are actually accused of a
double layalty. In fact they don't have any, but they are placed in that
corner. That's just Dutch society at the moment, almost 'we' against
'them'. "
Some of the German Muslim troopers, though not all, also experienced a
change of behaviour in their surroundings since 9~11. Some of them told that
the jokes increased, that everyone was being generalized, that people
became suspicious and that their religion was all at once connected with
terrorism. Although before they were stereotyped as 'Schwarzkopfe', now
they are being lumped together as 'terrorists.' It needs to be mentioned
though, that of these nine respondents, four explicitly responded not to have
experienced suchlike matters.
5.4.3 Performance ~ressures
This stereotyping behaviour may lead to performance pressure for the
specific tokens. Although the majority of the Dutch troopers said not to have
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experienced these specific pressures, some of them did. One of the
respondents narrated on this account:
"My colleagues treat rne as a Moroccan. Just as they do it in the
Netherlands. You know... (...). They saw me as a Moroccan, in a
minus 1- zero balance. They just don't trust Moroccans. (...) I don't
have the option to switch over to feelings. 1 have to deal with it. At
those moments, 1'rn practical and don't care what they think. If they
think somethirig of ine, they can do it after duty hours, but not with
me present. Then I will solve it with them, no problem, but then 1 am
blunt too. They give you the feeling of distrust; they ignore you,
double clTeck, and look if you're doing your work well enough. "
Another respondent told to have experienced the fact that mistakes made by
an ethnic minority are always conspicuous.
"Mistakes are always emphasized. TlTat's also because the Dutch
society is always looking for a scapegoat."
Wording one's opinion was also understood to be done carefully by one of
the respondents.
"I've experienced several occasions in which you have to compete
against prejudices. You are seen as a representative of a certain group.
You are 'alloclztonous'. Nowadays you are a'Muslim'. As far as that's
concerned, those are matters you run into daily. Sometimes it doesn't
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concern me, hut then 1 see it around me. Sometirnes 1 have to be
eareful with what I say. When I say something, people rnight thirrk
further than intended. "
Although most German troopers did not experience this performance
pressure, one respondent did indicate to feel exceptionally watched. He said
that better achievements are expected, simply because of his background. He
had to perform 2000~0, in case of a mistake people were not surprised and
responded to have expected it to happen. In case of a good performance, he
received more credits than foreseen.
5.4.4 Female tokens
Four Dutch interviewees were female. Being both female and belonging to
an ethnic minority group, even further complicates matters, as it may be
assumed that there are two kinds of prejudices one has to compete against.
In the first section the subject of visibility of female (Muslim) troopers has
already been addressed. When the female respondents were asked after the
differences and consequences of these characteristics, they answered the
following.
"Being female has occupied rne more than being Turkish. Irr particular
during deployments, but also when we had to run or march. 1 wasn't
very good at that. (...). If you weren't joining them because of other
tasks, they immediately cry out that it's because I'm a girl and girls
can't rurr. (...) You also have to pay a lot of attention on what you're
doirrg, how you're walking, how you're sitting. Some attitudes may
come across wrongly. Tliat's the only tlTing I ran into."
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"Being fernale brings about more expectations. You have to make sure
you don't come in last when you're runníng. You have to see to it that
you join everything, and then 1 mean really everything. Okay,
physically it was difficult, buf you just did it, and that's it. You just
have to switch over and go for it."
Regarding the apparent visibility together with the performance pressures
the female troopers were confronted with, it seems as if they have more to
endure than male Muslim troopers do. Again, as for the German troopers,
no female Muslims were enclosed in the study, so no additional information
can be presented here.
5.4.5 Ethnic humour
While discussing the perceived interaction the Muslim troopers experiences
with their majority group colleagues, the subject of 'ethnic jokes' came up. In
other words, jokes based on their ethnic background. Although most
respondents indicated to see the humour of it at times, they acknowledged
that there is a thin line between ethnic humour and discriminative remarks.
"Look, 1'm Muslirn and you know how those boys are here. They think
about two sorts, Dutell people and Muslims. Muslims are bad, they
are the enemy. I'm a Muslim and with a group of Dutch boys. Tllen
you hear rnany negative things about Muslirns. I would like to call
out, 'listen I'm also Muslim, what's wrong with heing Muslim? It's
about the person and not about the Muslirn'. I hear those things, but
it's just like that. You just have to deal with tllat and not cause too
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many troubles. I just keep my mouth shut. Look, I can take a joke quite
well and 1 can laugh at it also. But sornetimes it becomes too extrerne,
not too extreme but "Fuck Muslims". If you hear it two times, it's
okay, but you hear it so often. You just have to restrain yourself and
sometimes that can be quite hard."
or
"When Pim Fortuyn was murdered and we didn't know who killed
him yet, 1 heard remarks as 'it's probably someone black'. It depends
on who's saying such things. You have a certain kind of humour and
sometimes I can put up with it. You have to know what to say,
though. The limit with me is when someone really starts makirtg racist
remarks. That's where my limit is."
Another respondent experienced some of his colleagues to play a prank on a
Turkish friend of him during dinner at an international training.
"They (colleagues] told him that it wasn't pork, but regular meat. He
ate it, but it turned out it was pork after all. The told him afterwards
when he'd already eaten it. He left crying. (...) They shouldn't play
such jokes on me or my friend. I just go crazy then. XX was there also,
a good colleague, so we went looking for the guy who had done it.
When 1found out one boy started to laugh. Then...yes... I hit him."
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Nevertheless, not all respondents were confronted with these 'funny'
colleagues. Some of them also indicated not to have experienced any
occurrences of such nature and were content with things as they were.
However, the fact that it does occur more than once is disturbing. According
to Ben-Ari and Sion (2005) humour is one of most important factors in
military units that assures the cohesiveness of the group. However, when it
is aimed at onés ethnic background, there is only a thin line that discerns
ethnic jokes with racist attitudes. The distinction between evident
discrimination and perceived discrimination based on onés ethnic
background is not always marked. Not all but some of the respondents said
to have experienced discrimination themselves, or at least in their
environment ( in the organisation). One of these experiences is described
below.
"Well, 1'll tell the whole story. Once during a deployrnent 1've been
discriminated against by a colleague. Not a direct colleague, but
someone frorn the same battalion. It worsened quite a lot. At one point
in time all servicemen with an ethnic background were offended and
capable of doing something to him. He was sent off eventually [i.e.
home, but not out of the army] and I had to go to the military
police to report the incident. (...) Initially I didn't tell anyone because
I thought it would cause frictions. But once a Dutch colleague came
outside and saw the situation, so he took me along. I still kept my
mouth shut, but he went to the rnajor and told everyone."
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The other respondents who said to have experienced discrimination
remarked that they knew a lot of persons who had left the organisation,
because they were being bullied. This concerned harassment based on their
other ethnic background. Some of the German respondents also
acknowledged to have experienced ethnic discrimination, sometimes
directed at them, at times directed at other minority colleagues. Several
interviewees indicated that especially the basic training and Special Forces
have difficulties with the ethnic minority status of some servicemen. This
expressed itself in remarks about their ethnicity; indicating that they are not
'real German' or that they 'don't belong there'. Or remarks such as "Schei~~
Turke; Taliban sympathizer; terrorist".
One respondent even experienced an incident in which an unloaded weapon
was pointed at him by someone who had a problem with ethnic minorities.
Accordingly, this specific person was dismissed.
5.4.6 Co-ping strategies
According to the respondents it is often up to the person in question,
whether or not he or she is able to cope with circumstances as they are. The
respondents, who mentioned not to take offence, remarked that one has to
withstand those jokes and should have a character of a certain calibre.
"It depends on your own person. I'm able to take certain jokes,
remarks, and insults. And I do something with it as well. Some people
are offended and start to feel inferior. I know better, 1'll start tlle
dialogue with that person."
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Another respondent told about an acquainted Dutch-Moroccan colleague
who had repeated negative experiences.
"He adopts an attitude of a victim. (...) He's a person who takes a
very vulnerable position, hut that's his strong side also. But Jan, Cees
and Piet take advantage of that and then try to tackle him. That's just
Iztttnan behaviour. It's his own fault when I tell him a lzundred times
to ehange his attitude. Every time he chooses the line of least
resistance. If someorte says 'kutmarokkaan~9' you are mine. He just
laughs at it foolishly. That way you push back your frontiers. (...)
You have to be of a certain calibre in this organisation. You need to
have a certain attitude, you need to be able to filter, if you're not able
to, you just need to bugger off: "
When a respondent was asked how he reacted to the so-called jokes that he
was confronted with, he responded the following:
"1 don't say anything. It's not useful. There are too many guys saying
those things. I just don't feel like saying anything. I prefer adapting
myself instead of thern adjusting to me. 1 just don't want that. 1'll just
do tny thing and 1'll he gone in a year. "
In the German interviews a somewhat similar phenomenon is perceptible.
Some of the respondents refer to this phenomenon as a
z9 'Kutmarokkaan' is a depreciatory cussword used for Dutch-Moroccan youth who
cause severe inconvenience or street criminality. However, by now the term is widely
and easily used and stigmatizes the entire Dutch-Moroccan community.
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'Bewiiltigungsstrategie,' a coping strategy to facilitate matters for themselves.
This may express itself in terms of eating pork, while the Koran actually
prohibits eating haram food30. It apparently causes a sense of shame to be
requiring something else than pork at the restaurants. Another example was
put forward regarding a respondent's colleague who joined his majority
group colleagues to discotheques and drank alcohol, merely to make things
easier. A second example relates to one of the respondents who fears gossip
of his colleagues. In order to avoid this, he does not pray.
"It is my contribution to immigration," is what the respondent narrated.
Two other German respondents indicated to close their eyes and ears when
something negative or clueless is being said regarding their ethnic
background. A counter response would only make matters more difficult
and one would become world-weary.
5.4.7 Inclusion: similarity 8z attraction
Another aspect of interest here, regards the workplace inclusion of ethnic
minorities. As Byrne's paradigm (1971) indicated, one is presupposed to be
attracted to their 'similars'. This attraction might impede on the inclusion,
that is, the extent to which an employee is accepted and treated as an insider
by his or her colleagues. In the context of this study, it then would be
assumed that Muslim troopers would bunch together or at least with other
ethnic minorities, at work or in their free time after duty hours. This is
something also argued by Sion (2004), who took the view that this was
observable within the Dutch armed forces during deployment. In this study,
sometimes it was true, at times it was not true. From the interviews, it was
~ Food that is not halal, i.e. allowed, for instance that of cloven-hoofed animals.
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at least not distinct that similarity was sought for. Three representative
remarks are admitted below.
"The advantage is that we had a group there (in Bosnia], also with a
Muslirn background. Now and then we came together and made our
own meals. As a Muslim you're being pulled along in sueh a group, so
that's an advantage. (...). Just eating, talking, and listening some
music once a week."
"I'rn just very glad I had another Moroccan colleague. If it weren't
like that, for sure I would have felt lonely now and then. Sometimes
you just miss something. I would prefer diseussing my personal
problems with someone Muslim than with someone Dutch."
Or contrarily:
"You discuss your personal things zuith your own circle of friends.
Those were just people with a Dutch descent. It's not always that
similar people with a similar culture are immediate best friends.
Friendships are built based on personal trust. (...) 1 prefer friendships
that are not always based on the same culture or background."
Both studies, Dutch as well as German, have also addressed the topic of the
absence of an Imam in both armed forces. Interestingly, Dutch Muslim
troopers responded almost unanimously, as they were clearly dissatisfied
with this fact. German Muslim troopers on the other hand, in general clearly
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did not see the added value of such an addition to their armed forces.
However, this might be explicated from the viewpoint that the Dutch
interviewees all had operational experience and were actually confronted
with the heightened risk of dying that is brought along when being
deployed, as opposed to most of the German respondents. One of the Dutch
Muslim troopers narrated the following on this account:
"We are irr an organisation that is provided with everything regardirrg
mental care. But since the day I'm here they say that they are trying to
arrange an Imam. To this day, it's still not realized. (...) What if I
carne to die during a deployment? It's just too awful to think about the
coffin they will send me home in. My parents see me coming in a
coffin with a cross on it, zvithout me being washed, without the rituals
being performed. (...) 1 think it's terrible. Especially now. That's the
reason why I became a confidant. To give people with a Muslim
background the feeling that they can express theirfeelings. "
In order to prevent incidents such as described above, some of the Dutch
respondents indicated to have made mutual agreements with their fellow
Muslim colleagues (either deployed or in the Netherlands) about the specific
ceremonial actions that need to be undertaken in case one of them would
die.
"Nothing was arranged regardirtg specific rituals when I die. Before I
left [for deployment] I asked the organisation what they arranged, in
case something would happen. Nothing was arranged. Then I
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arranged it with two others [i.e. other Muslims in the
organisation]. If tliey die, I'll do anything to arrange things. We have
a deal together, personally. Why? Because nothing is arranged, but we
have the contacts. We swore together, regardless of the sign we
receive, that you just do it. It's a kind of brotherhood with each other."
The arguments brought forward by the German troopers related to the
limited number of Muslims within the armed forces, the possible tumult it
might bring along, and the fact that Muslims in general should just adapt
and not ask for a special treatment. One of the respondents answered the
following when he was asked if he considered an Imam necessary:
"No, we don't need such a thing in the Bundeswehr. An Imam has no
business here and just would not fit. When one would be here, we
would become even more a fringe group. Then we are considered
'differently', while we should actually try to adapt ourselves."
Only a few German Muslim troopers indicated to see possibilities in
employing or inviting an Islam authority who will bring servicemen and
Islam somewhat closer together.
"Actually 1 don't think that we need an Irnam. Maybe it's possible to
invite someone who knows a lot about the Islam, so that the soldiers
arebetter informed. But that's up to others."
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5.5 Conclusion and discussion
As indicated before H~rtel (2004), Schaafsma (2006), and Elron et al. (2003)
argued that it is not solely about diversity (and its effect on organisational
effectiveness), but more about the way people perceive and behave towards
this diversity that is of relevance. Hence, actual interaction is of interest for
research in general and has been the focus in this particular study.
The perceptual tendencies Kanter (1977) introduced in her study, are clearly
present in this study also, when it concerns ethnic tokens. 1Vevertheless,
although there were only few female respondents, the ones who included in
the interviews experienced these tendencies even more than their male
Muslim colleagues. This even further complicates matters, as female Muslim
troopers have to fight two kinds of prejudices.
Due to societal developments, deteriorating interethnic relationships,
terrorist threats, and 9~11 in particular, relations as perceived by some the
respondents, have worsened. Ethnic jokes sometimes turn into
discrimination and it becomes harder for those herewith confronted to put
these remarks into perspective. Sometimes people are mistrusted or even
accused of a double loyalty.
One needs to be aware of these shifts. In particular, since it is exactly the
goal of terrorist attacks and threats, to enlarge perceived differences so that
'we' behave hostile towards the 'them'. This exerts influence on those so-
called "moderate" or "western" Muslims, who in turn fall back on their
traditional Islamic identity. This is in fact an all-ancient strategy intended to
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hold together a group that is threatening to fall apart, influenced by western
norms, values and ways of life (quote by De Swaan in Giesen, 2007)31.
From the results, it appears that the Muslim troopers have adapted a certain
coping strategy in order to deal with ethnic humour, negative stigmatizing
remarks that offended ethnic minorities in general, or their ethnic group in
particular. Also derived from the interviews is the fact that those ethnic
minority colleagues, who could not adopt such a strategy, had left the
organisation ( revolving door effect). It thus requires a specific attitude to be
a match for the organisation. In the previous chapter the phenomenon called
healthy worker effect has been addressed. In this chapter, this may be
applicable again. Those that remain then are the so-called 'survivors'.
Nevertheless, it should not be assumed simply that these phenomena only
apply for ethnic minorities in general and the surly diversity climate
hereabout, as women also and perhaps servicemen in general have to be
able to cope with the culture and specific manners. The given setting of tasks
and the violent character of this uniformed profession seems to require an
appropriate personal suit of armour.
Regarding the limitations of this study, it is recommended that a follow-up
or similar study would include both minority as well as majority group
members, because of the simple fact that interaction involves at least two
parties. Thus, two parties should actually be included to offer an objective
representation of this interplay. The way behaviour is interpreted and the
way behaviour is intended can easily diverge Erom one another.
" Abram de Swaan is a prominent Dutch sociologist interviewed by Peter Giesen in a
daily Dutch newspaper, the Volkskrant, January, 2007.
260
The significance of numbers
Another recommendation for further research relates to specific attention on
a rather specific and small group, but nevertheless, one with unique
frictions. A group that perhaps experiences most pressure, namely women
with an ethnic minority status. They struggle with prejudices and peer
pressure regarding both minority categories that they belong to.
A last recommendation -for the organisation- relates to the absence of an
Imam in the Dutch armed forces, as this is still something dissatisfying for
most Dutch Muslim troopers. Although the organisation has been occupied
with the appointment of an Imam already before, its relevance and necessity
is emphasized again and again. In particular since today's peace operations
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1 What is our name and a e? (include also sex)
2 WI2at is our back round and our arents'back round?
Respondent:
Parents:









5 Within which unit have you been deployed?
Unit:
Own unit~individual deployment:
6 What was our 'ob descri tion durin the d lo ment(s)?




8 With whom of yotrr colleagues did you talk about work-related matters durirzg your
d lo rnent?
9 With whom of your colleagues did you talk about private matters during your
deployment and wh ~ ust tl2is ( these) person(s)?
10 With whom of your colleagues did you spend your spare time during your
d lo ment?
11 Can you indicate situations in which your Muslim background engendered
advantages andlor disadvantages, regarding the interaction with your colleagues
durin our d lo ment?
12 What does it feel like to be one of the few Dutch servicemen with a Muslim
back round within our unit?
13 Are there any situations you can remember, in which more or simply less was
ex ected o ou because o our s eci 'c back round?
14 Did you ever feel more noticed, or more performance pressures?
15 Did you ever feel more pressure from the local Muslim population, because of your
back round?
16 Do yau think that your background has a surplus value in making contact with the
local o ulation?
17 Which achievements (during your deployment) are you the most proud of?
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IS ((( Have you ez~er been in a situation in which you felt humiliated? )))
19 Do you often think about possible incidentsldeadly accidents that might occur during
our d lo ment?
20 Whnt do you think about the fact that there is still no Imam appointed within the
de ence or anisation?(also in relation to ossible accidents durin d lo ment)
21 What did you think about the interview?
ADDITIONAL REMARKS
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6 Conclusion and discussion
6.1 Introduction
Diversity, multiculturalism, biculturalism, and integration are newsworthy
items. This is indicated by newspaper headlines, national debates, television
documentaries and plain living room conversations. Politicians, researchers,
journalists and society at large acknowledge its importance, but still seem to
be slowly vigorous in approaching the problems hereabout. Only recently a
large-scale national survey has been conducted, measuring employees' and
employers attitudes towards diversity and relating policy (Volkskrant 8z
GITP, 2007). This so-called 'diversity barometer' is said to be the first one of
many to follow.
The Netherlands has for many years been an icon for tolerance, in particular
due to the pillarization the country was familiar with, in the mid twentieth
century. The mere fact that so much attention is paid to the subject of
integration and multiculturalism, suggest another tendency nowadays; the
tide has been turning. National (and international) research has indicated a
declining tolerance curve regarding ethnic minorities for several years now
(Coenders et al., 2006; EORG, 2002; Socio-Cultural Planning Agency, 2004).
This dissertation does not intend to answer the question why. It does,
however, intend to explicate diversity issues and more particular the
cultural diversity climate, in the Netherlands defence organisation.
Furthermore, it does so by addressing a variety of aspects of the diversity
climate. Before discussing the limitations and recommendations, a short
version of each chapter will be presented.
Unrformed Diversity
6.2 Attitudes towards multiculturalism, diversity policy
measurements and its effects
The first study contained a large-scale survey, conducted in 2005, amongst
defence employees, both military as well as civilian personnel. Attitudes
toward multiculturalism in general and possible diversity policy
measurements and its effect were measured. In general defence employees
were not overtly supportive of multiculturalism. In fact, they displayed a
slight negative attitude. T'his applied most strongly to young personnel,
lower educated and remarkably those highest in rank. However, regarding
diversity policy measurements and its effects, the respondents were
markedly more positive.
As a similar study was conducted five years earlier amongst army
personnel, it was possible to compare both studies. A significant decrease in
support for multiculturalism was detectable. It may be apparent that societal
occurrences, such as 9~11 and more particular for the Netherlands, the
murder on Dutch filmmaker Theo van Gogh, may be explanatory for these
differences.
When these results are considered in light of the 'diversity barometer', they
are coherent, in that sense that the relevance of diversity policy
measurements is acknowledged, irrespective of what is actually undertaken.
On the other hand, when the results are compared to that of Gijsberts and
Dagevos (2004) another explanation needs to be searched for. Especially
when one presupposes that the defence organisation is a reflection of society
at large. These authors found that majority group members endorse
multiculturalism. However, this might be due to the interpretation of and
measurement of multiculturalism, as it may be interpreted merely as a
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society in which several cultural groups are present, or as an ideology or
policy that embraces and includes all ethnic groups with the stimulation and
preservation of one's heritage culture.
A negative attitude toward one ethnic minority group often correlates with a
negative attitude towards another ethnic group (Coenders et al., 2006).
Although attitudes toward multiculturalism should not be lumped together
with attitudes toward ethnic minorities, it may be assumed that a correlation
exists too. Therefore, the next study has addressed the behaviour (derived
from attitudes) towards ethnic minorities.
6.3 Behaviour towards ethnic minorities in an army training battalion
In the first study, it appeared that younger and lower educated personnel
where the least positive towards multiculturalism. Therefore the second
study has addressed this group more specifically. Whether or not the
attitudes of young, and lower educated personnel would manifest itself in
their behaviour was central herewith. Observations, informal unstructured
and formal structured interviews in an army's Initial Training Centre, have
been conducted in order to answer this question.
As it concerned a training battalion in which young (wo)men are trained,
this specific context has unexpectedly exerted influence on the results as
such. The recruits are 'in it' together. They face the difficulties, mental and
physical struggles together. Consequently, interdependency is inextricably
connected with in this context. Gaertner and Dovidio's (2000) Common
Ingroup Identity Model appears to be in order here, since the superordinate
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memberships and shared factors between the subgroups are explicitly
present. The common ingroup identity seems to surpass subordinate ethnic
identities. As a consequence of this interdependency, the recruits are
naturally confronted with the military esprit de corps.
This, however, does not imply that no specific negative behaviour towards
ethnic minorities was displayed. At times ethnic jokes did take place, and
once this even eventuated in a particular cutting situation. The instructors
emphasized the recruits' greenness time and time again, indicating their
equality. However, ethnic minorities 'in green' remained to be an
observation out of the ordinary.
Comparing these results with those of Sion (2004), it may be expected that a
different situation may exist when troops are on standby or being deployed.
Sion found more frictions between majority and minority groups. However,
on standby, mostly 'established' groups interact, which brings about other
group dynamics. Additionally, numerical distributions may be different
also, resulting into a shift from a skewed towards a tilted group. That is,
from a group with a nine-to-one ratio and a group with six-to-four-ratio
(Kanter, 1977).
6.4 Muslim troopers during deployment in Muslirn societies
A previous study has specified cultural differences between Turkish and
Dutch forces in approaching local populations during peace support
operations (Soeters et al., 2004a). This gave cause for further studying these
differences, however, within one forces, but with regard to bicultural
troopers. Dutch Muslim troopers have been subject of research in order to
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find out what the merits and demerits are of having this bicultural identity.
Furthermore, cultural frame switching processes have been considered. All
this, has been done in the context of peace support operations in Muslim
societies, as today's missions mainly take place there.
In-depth interviews revealed that the cultural frame switching processes are
very complex as the Muslim troopers experience different types of
encounters. Mostly, positive encounters were experienced, indicating easier
entrances into local communities due to their specific bicultural identity and
cultural knowledge. This was also related to the concept of Ummah, the
Islamic notion of community or brotherhood, which surfaced repeatedly
during the interviews.
The second type was labelled as an encounter with obligations. The troopers'
specific background often caused them to be treated as a focal point, which
at times induced local pressure, because they were seen as their 'brothers'.
At those moments, cultural frames were easily switched between. Again,
this relates to the notion of Ummah, which takes in a significant role in the
interactions between the local populations and Muslim troopers. This is
partly related to what has been referred to as the clash between pre-modern
and more neutral bureaucratic administrative styles (Soeters 8s Tessema,
2004), in which e.g. family, tribal, and religious loyalties conflict with the
compliance of organisational rules and regulations. In these encounters, the
Muslim troopers had to choose between these styles and all acted according
to the bureaucratic ways the defence organisation is familiar with.
T'he third encounter is characterized by a masked appearance of the Muslim
troopers, which means as much as that they sometimes felt they had to hide
their ethnic identities (or switch between frames). T'his applied more
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strongly to the Bosnian context in which the Muslims were at times still
reluctantly accepted by the Serbs.
Last, the hostíle encounter has been identified. In the few times these
occurred, the fact that they were violently facing 'their brothers,' was not at
all of importance. Their own safety and their identity of being Dutch
servicemen markedly predominated.
It was particular difficult in this study to find respondents with Muslim
backgrounds, deployment experience in Muslim societies and the
willingness to cooperate. It came up several times that this specific ethnic
group is not always pleased being approached in this way. Simply because
of the fact that this group 'at large' receives a lot of public (mostly negative)
attention. Congruently, some women have indicated similar experiences. It
remains difficult though to surpass these demographic characteristics, as
they simply do exert influence. In an evaluation of the recent diversity policy
measurements in the Netherlands defence organisation (Bosman et al., 2006),
the military policy emphasized that their successful recruitment of ethnic
minorities is due to the fact that they just refrain from specific recruitment
techniques.
6.5 Interaction between Muslim troopers and majority group
colleagues
Continuing with Muslim troopers, the way they perceive the interaction
with their majority group colleagues, will bring the inventory regarding the
diversity climate to a close. Previous studies have revealed declining
tolerance towards Muslims in the Netherlands (Sniderman et al., 2003).
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Furthermore, an ethnic hierarchy is obvious, in the course of which
Moroccans are perceived the least positive, followed by Turks and
concluded with Surinamese, who are perceived the least negative (Gijsberts
8z Dagevos, 2004; Verkuyten et al., 1996). Since interaction between ethnic
minorities and majority group troopers has already been ethnographically
studied in the third chapter, this study has made an attempt to suchlike
matters by means of interviews.
Again Kanter's (1977) tokenism has been a central theoretical foundation for
this study. In contrast to the ethnographic study amongst recruits, where
little perceptual tendencies were witnessed, the Muslim troopers indicated
overall agreement in this context. Female Muslim troopers experienced these
tendencies even more, which points at a complex position for them in the
organisation.
Due to societal developments, deteriorating interethnic relationships,
terrorist threats, and 9~11 in particular, interactions, as perceived by some
the respondents, have aggravated. The thin line between ethnic jokes and
discrimination was sometimes exceeded. Those who experienced suchlike
matters seemed to have developed a coping strategy in order to deal with
this humour and negative stigmatizing remarks. Those who could not adopt
a similar strategy were said to have left the organisation. This particular
phenomenon may also be referred to as the revolving door effect. This involves
the mere fact that ethnic minorities do enter the organisation. But




Describing the diversity climate has been complicated and considering the
complexity of the organisation, size, its specific tasks, culture, and
subcultures, it is perhaps a question which can never be completely
answered within any time frame.
Considering the different aspects that shape the diversity climate, it can be
stated that there is no clear-cut description to be given regarding this
climate. It is complex at the least, experienced in various ways by various
people, and in various contexts. Although general attitudes are not overtly
supportive of multiculturalism, there is a clear support for diversity policy
measurements. Suchlike measurements thus need to be correctly formulated
and implemented. Experiences of ethnic minorities in recruitment platoons
are different from those further along the organisational ladder. Although
recruitment policy is often the first step to be taken (which is already been
seen to), it is retention where the challenge is set out for the organisation, in
order to prevent anything like the so-called revolving door effect. In any case,
the value of bicultural troopers needs to be recognised, as their specific
cultural knowledge may benefit current and future peace support
operations. Hence, it is recommended to pay attention to specific criteria
when servicemen are selected to be deployed.
Additionally, the absence of an Imam in the Dutch armed forces is
something that remains dissatisfying. Specific (religious) mental care is still
not provided. Dutch Muslim troopers reduced their fear of possibly dying
during deployments abroad, by relying upon acquainted Muslim friends in
the organisation and the mutually agreement to arrange everything
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according to Islamic standards. Although the organisation has already set
itself the objective to appoint an Imam, its necessity and relevance has been
underlined once again.
It is clear that societal developments and attitudes seep through the layers of
organisational life and act upon the climate as it is. The Netherlands is a
country in which a profound feeling of equality has always existed among
and between groups of different faiths, beliefs, and ways of life. What once
was the paragon of tolerance has changed in the paragon of a continuous
multicultural clash of which the defence organisation needs to be aware and
on which it needs to act proactively.
6.7 Limitations and avenues for further research
T'his study has been an inventory of the Netherlands defence's diversity
climate. However, this particular fact already implies its limitations. Since it
is an inventory and the subject is broadly viewed upon from various points
of view, it is difficult to go into specifics e~chaustively.
Furthermore, this dissertation has often addressed ethnic minorities in general
terms, in other words, as one generic group. Reasons for doing this relate to
the simplification of matters. At times the numbers were simply too small in
order to specify different ethnicities, attitudes towards them and their
experiences. Additionally, perceptions of different ethnic groups differ
(Gijsberts 8z Dagevos, 2004; Verkuyten et al., 1996). Besides, group members
also differ in the degree to which they have joined the host natiori s
mainstream or the extent in which they have remained in ethnic enclaves
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(Phinney, 1996). It is relevant but apparently difficult not to treat and
perceive them as one social category.
When future directions are regarded, it is for obvious reasons of relevance to
place these findings in a broader context (see also Soeters 8z Van der Meulen,
2007). In other words, international comparative studies with other armed
forces will enrich the findings and interpretation of these findings.
Additionally, this also applies to comparisons with other governmental
institutes or civilian organisations facing similar tasks, such as for instance
the police force. In case of repeated measures, the establishment of an
upward, downward or constant tendency is enabled. However, with respect
to the quantitative study presented in this dissertation, it is recommended
that future (repeated) research further specifies and adjusts these scales. The
scale has been developed in a period other than today, facing other
challenges. Religious aspects for instance, are not admitted whilst they play
a significant part nowadays.
For a further understanding of interactions between ethnic minorities and
majority group members within the armed forces, it is necessary to extend
observations to a larger range of troops and battalions. Troops on standby
simply experience a different setting and context in which to operate than
recruits do. Additionally, it is important that the value of Dutch Muslim
troopers (their cultural, religious and linguistic knowledge and
sensitiveness) is recognized by other troopers, units and the organisation as
a whole. It is the organisation in particular, who emphasizes the importance




A theoretical recommendation would be to bend one's mind to the concept
of intersectionality. This study has indicated the close relationship between
gender and ethnicity within the armed forces, relating to the mere fact that
they both constitute the minority in the organisation. Being both female arid
with an ethnic background other than the Dutch one, even fiirther
underlines this matter. Intersectionality signifies that various social aspects,
such as gender, race, and class interrelate strongly and therefore all need to
be taken into account in interpreting an individual's experience (Schulz 8z
Mullings, 2006). In this way, a multidisciplinary approach integrates the
diverse perspectives and insights.
A last recommendation I would like to posit here, is something that has
already been mentioned by others, researchers, politicians, and all kinds of
societal notables. The word allochtonous has a negative sound to it in Dutch
language and needs to be modemized. Simply because it has become
synonymous for all that is negatively related to it. Therefore, I have
endeavoured to avoid the word and replaced it by ethnic minorities.
However, with hindsight, this indication contains the mere word 'minority'
as such, and thus has -besides the numerical meaning- another connotation,
one of inferiority. Hence, I plead and join those who propose to replace the
word and speak of biculturals, as there is no negative sound to it (yet) and it
suggests that one has two cultures, which one can be proud of, utilize, and
switch between. If utilized, it is an excess value that is not supposed to be
underestimated or brushed aside, but considered to be an enrichment that
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Diversiteit, multiculturalisme, en integratie zijn al jaren - en nog steeds -
relevante onderwerpen. Hoewel de Nederlandse samenleving van oudsher
gekenmerkt werd door een hoog tolerantieniveau, ontstaan er recentelijk
steeds meer twijfels over deze tolerantie. Dit wordt mede aangetoond door
het onderzoek dat wordt verricht op gebied van etnische minderheden,
houdingen, gedragingen en acculturatiestrategieën en dalende
tolerantiecurves.
Deze dissertatie gaat in op dergelijke vraagstukken in de specifieke context
van de Nederlandse defensieorganisatie. De noodzaak om in deze context
etnisch culturele diversiteit te onderzoeken vloeit voort uit actuele en
toekomstige ontwikkelingen en het streven van de organisatie om zoveel
mogelijk een afspiegeling te zijn van de Nederlandse samenleving.
Allereerst zijn er ontwikkelingen die veranderingen in houdingen ten
opzichte van etnische minderheden hebben veroorzaakt, zoals 9~11,
bomaanslagen in Londen en Madrid, en de moord op Theo van Gogh. Deze
ontwikkelingen legitimeren een verhoogde aandacht voor etnische
minderheidsgroepen. Daarnaast vormt de explosieve groei van jongeren in
Nederland met een Turkse, Marokkaanse, Surinaamse of Antilliaanse
afkomst aanleiding voor defensie om zich ook te richten op dit toekomstige
arbeidspotentieel. Een divers personeelsbestand is van belang in het kader
van de huidige taakuitoefening waarbij vredesoperaties in VN- of NAVO
verband steeds vaker in divers samengestelde teams uitgevoerd moeten
worden.
Uniformed Diversity
Meer specifiek heeft dit onderzoek zich gericht op het diversiteitsklimaat
bínnen de defensieorganisatie, aan de hand van verschillende methoden en
perspectieven. Zowel meerderheids- als minderheidsperspectieven worden
door middel van kwantitatieve en kwalitatieve benaderingen in
ogenschouw genomen.
Uit een in dit project uitgevoerd grootschalig vragenlijstonderzoek blijkt dat
de Nederlandse defensiemedewerkers neigen naar een zekere negatieve
houding ten opzichte van multiculturalisme. Deze houding was
voornamelijk waarneembaar bij jonger, laag opgeleid personeel en ook bij
opper- en vlagofficieren. Vergeleken met vijf jaar eerder, blijkt dat deze
houdingen voomamelijk negatiever zijn geworden. De houdingen ten
opzichte van (mogelijk) diversiteitsbeleid en de effecten daarvan, waren
daarentegen aanzienlijk positiever en vertonen geen significante verschillen
met vijf jaar eerder.
Gedragingen van meerderheids- en minderheidsgroepen zijn onderzocht
door middel van (participerende) observaties bij een van de schoolbataljons
van de Koninklijke Landmacht. In dit opleidingscentrum worden jonge
rekruten ("spijkerbroeken") getraind tot volwaardige soldaten. Negatieve
gedragingen of uitsluiting van etnische minderheden zijn tijdens deze studie
niet of nauwelijks geobserveerd. De specifieke context heeft invloed gehad
op de resultaten, in die zin dat het socialisatie proces en de (fysieke) strijd
die gezamenlijk aangegaan werd, de onderlinge afhankelijkheid van de
rekruten versterkt. Het overkoepelende doel (voltooien van de opleiding) en
de specifieke nadruk die in deze opleiding gelegd wordt op het (militaire)
groepsgevoel, overstijgen individuele en groepsattitudes en -gedragingen.
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Vervolgens is de focus verlegd van etnische minderheden in het algemeen naar
een specifieke groep, Nederlandse moslimmilitairen in het bijzonder. Door
middel van interviews is onderzocht of Nederlandse moslimmilitairen voor-
of nadelen ondervinden van hun meervoudige (culturele) identiteiten tijdens
uitzendingen en interactie met de plaatselijke bevolking. De ervaringen zijn
overwegend positief en duiden op toegankelijke ingangen voor de
moslimmilitairen in lokale gemeenschappen, specifiek als gevolg van hun
identiteit, kennis van de cultuur, religie en taal. Er was echter ook sprake
van ontmoetingen waarin druk werd uitgeoefend door de lokale bevolking,
alsook ontmoetingen waarin de moslimmilitairen het gevoel hadden hun
etnische identiteit te moeten maskeren. In een enkel geval heeft er ook een
vijandige ontmoeting plaatsgevonden.
Naast de interactie tussen Nederlandse moslimmilitairen en de lokale
bevolking tijdens uitzendingen, is ook de interactie met de 'Nederlandse
autochtone' collega's onderzocht door middel van diepte-interviews. De
meerderheid van de respondenten heeft aangegeven specifieke processen te
ervaren die samengaan met (numerieke) minderheidsposities in
organisaties. Zichtbaarheid, contrast- en assimilatieprocessen worden
ervaren, hetgeen een complexe situatie voor hen in de organisatie kan
betekenen. Mede als gevolg van maatschappelijke ontwikkelingen,
terroristische dreigingen en slechter wordende interetnische relaties, zijn zij
zo nu en dan slachtoffer van stereotyperende opmerkingen. Zij die hier niet
mee om konden gaan, hebben de organisatie inmiddels verlaten. Zij die hier
(goed) mee om kunnen gaan, lijken uiteenlopende strategieën te hanteren,
variërend van relativeren en accepteren, tot hard optreden en van je af
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bijten. Er is sprake van een (zelf)selectie proces, resulterend in de
zogenaamde survivors die in de organisatie blijven.
Tot slot zijn er enkele aanbevelingen gedaan met betrekking tot beleid. De
uitdagingen voor de organisatie betreffen het draaideureffect, het behoud en
de promotie van etnische minderheden. Bovendien dient de specifieke
achtergrond van militairen in acht genomen te worden bij selectiecriteria
voor uitzendingen. Nederlandse moslimmilitairen en hun kennis van taal,
religie en cultuur kunnen hier zeker positief aan bijdragen gezien de eerder
genoemde ervaringen. Zij zouden zelfs richting kunnen geven bij het
bepalen van opzet en stijl van opereren.
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